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CHAPTER I

REVIEW OF RELATED LITERATURE AND DEVELOPMENT

OF THE PROBLEM

Introduction

Today in America all facets of education are being

affected by the technological and cultural revolution. It
is the expected responsibility of every institution of

learning, both public and private, to meet the educational
challenge for these changing times, and when possible to

improve the effectiveness of educational influence upon
societal trends as reflected in the constituency the school

Research in certain facets of institutional thought

should illuminate factors influencing education and the

changing societal need as it relates to various aspects of

our contemporary educational era.

Church-related education, being equally affected by
change, is one ray of the educational spectrum significantly
in need of educationally oriented research. Thus, research
designed to reveal personnel perceptions toward an insti
tution's personnel services should basically assist the

1

exists to serve.
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institution in its evaluative and interpretative assessment

of educational ideals and institutional objectives.

It is reasonable that ensuing efforts of insti

tutional change should be enhanced and strengthened by a

knowledge of the perceptual responses of teachers and
principals regarding institutional personnel services.

Findings from such a study should aid an institution in

planning from a new perspective armed with an added per

ceptual dimension.

awareness of weaknesses is prerequisite to improvement.

closely associated with the existing personnel services of
Thus,

personnel perceptions and findings from literature should
isolate personnel services needed, or in need of improvement,
and give insight into desired innovations where applicable.

With such a determination of perceptions and find
ings a more positive approach to improvement of personnel
services in Seventh-day Adventist secondary residence
schools in the United States may be effected. This study
has been directed toward the accomplishment of these ends.

Through the perusal of literature it immediately
becomes evident that personnel work or personnel "welfare"

Development of the Problem from a Review 
of Related Literature

Personnel administration can assume that an

an institution should bring to focus this awareness.

Therefore, to study perceptions of the two main groups most
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is work done among employees to im-stated,

This personnelprove conditions of labor and morale.

welfare is aimed at reducing turnover through increased

effectiveness in personnel services of the institution.

Much has been written regarding job satisfaction,

morale, and employee turnover both in education and other

The turnover of personnel in school systems

presents a problem in administration of some magnitude and
3adversly influences teacher recruitment.

Eastmond^ referred to excessive turnover of person-

nel in schools as a serious problem. He suggested, however.

that certain developing trends might reduce this excessive-

Advancement in salary levels, improvement of em-ness.

ployment conditions, and the enhancement of professional

status were cited as stabilizing influences. Eastmond

concluded that strengthening of professional organizations.

the raising of preparation standards, and improvement of

Prentice-Hall,
3Paul B. Jacobson and others, The Effective 

School Principal (Englewood Cliffs, N.J.;
Inc., 1954), p. 373.

4Jefferson N.
Administration (Boston:
p. 413.

Eastmond, The Teacher and School 
Houghton Mifflin Company, 1959),

as Castetter'-

2
Kimbell Wiles, Supervision for Better Schools 

(New York: Prentice-Hall, Inc., 1951), p. 40.

■'■William B. Castetter, Administering the School 
Personnel Program (New York: MacMillan Company, 1962), 
p. 303.

fields.
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security and welfare considerations would significantly

Although giantreduce the excessive turnover of personnel.
strides are being made in the academic and technological
society to meet personnel needs in varying organizational

the turnover of personnel remains a persistentstructures,
problem testing the ingenuity and adaptability of personnel
administrators.

Staff personnel services are an integral composite
of morale and satisfaction factors. These services give
rise to morale and satisfaction; inversely, morale and
satisfaction are indicators of the effectiveness of person
nel services. So closely united are these correlates that
to consider one is to consider each.

observed that in the intangible areas of
personnel services, elements of morale such as zeal, spirit.
hope, pride, and confidence has resulted in the development
of approaches in which the feelings, opinions, and attitudes
of personnel are explored.
expressed in behavior, which is at least to a limited degree
observable and measureable."

Moore^

5 Harold E. Moore, The Administration of Public 
School Personnel (New York: The Center of Applied Research 
in Education, Inc., 1966), p. 77.

He continued, "Morale is also
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observed that

sense to include an individual's perceptions, feelings,

attitudes, thoughts, and verbalizations as well as his
overt actions."

In order to effectively communicate an intentional

intent to the word morale Roethlisberger used the term

phenomena—to know through the senses; any observable fact

He also reasoned:or event.

The illusive variants of interacting human relation
ships are influences that bring about varying views as to

the definitional role of perceptual factors. Nash equated
a different view to morale upon including the affective
domain. He defined it this way:

a challenge,

The pattern for morale character building remains 
the same through generations; the material on which 
it shall be used is the variant. The pattern or 
framework is made up of three sections:

Halpin^ "behavior is used in a broad

^Andrew W. Halpin, Theory and Research in Admin
istration (New York: The MacMillan Company, 1966) , p. 28.

It pertains to the relations of individuals 
in a group or larger organization, rather than to 
the individual alone. To talk of the "morale" of 
an individual, apart from the group or organization 
to which he contributes his services, is to talk 
about personal characteristics of behavior outside 
of cooperative systems.7

7F. J. Roethlisberger, Management and Morale 
(Cambridge, Massachusetts: Harvard University Press, 1941), 
p. 189.
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And with a note of identity and attachment to the

educational past, Nash ties together the building materials

of variant educational structures. "ExperienceHe affirmed,

is the very building material of which life is made. There
is no education without activity—there is no activity with

out some educational results." Thus, through this conduit

"morale outcomes emerge from all activities and all phases
of morale are built in each activity. No learning is a

Yeager wrote of personnel welfare and morale, that

maintenance of good morale is a necessary accompaniment of

good personnel administration. Morale is a significant

formative aspect in any organization and its outcomes are

measured in both individual and group accomplishment which

According to Morphet, Johns, and Reller, personnel
services has become more meaningful in recent years with
more emphasis on recognition and involvement of the

S.A.

124-25.

Harper

8Jay B .
Barnes Company,

9Ibid.,

the hope of success, and the approval of 
accomplishment.8

result in satisfaction through human relationships.!0

Nash, Building Morale (New York: 
1942), p. 113.
pp.

!°William A. Yeager, Administration of the Non- 
instructional Personnel and Services (New York: 
and Brothers, Publishers, 1959), pp. 98-9.

passive affair."9
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individual. This later perspective goes beyond personnel
administration as administration of people, to the study of
many interrelated forces and factors that affect people.

11And people themselves may be among these factors.
Emphasizing the importance of this area Morphet,

"One of the most important, if not the
most important, single area of administration is that of
personnel." With more than one and one-half million
certificated employees and a proportionately significant
number of non-certificated personnel the importance of
personnel services become more evident in the school

In harmony with this added emphasis on personnelprogram.
services personnel administration has achieved some degree

of maturity. Personnel administration operates from the
staff rather than the line concept;
functions as a service available to all personnel. Morphet,
et al. expanded this concept, however, by stating that
individual teachers or group of teachers also have a theo
retical responsibility in "recruitment, orientation,

From the subordinate

Educational Orqani- 
New

et al. declared,

l^Edgar L Morphet and others, ____  
zation and Administration (2d ed.; Englewood Cliffs, 
Jersey: Prentice-Hall, Inc., 1967), p. 409.

12Ibid., pp. 410-12.

in a greater sense, it

transfer, and morale" of personnel.^2
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end of the personnel continuum, then, a beneficent interest

in all that influences the group good results.

The current public perspective is to look upon

education as an investment rather than Conse-an expense.

quently, the importance of personnel administration has

continued to increase more frequently in recent years. In

referring to "staff personnel" primarily as "teaching

Miller stated:

Business and industry also are recognizing the in

creasing significance of human factors affecting personnel.

Hunter found that favorable social and emotional climates
increased personnel satisfactions and that unity and in
creased productivity persisted. On the other hand, un
favorable situations are indicated by inefficiency and low

But no educational program is any better than 
the people who staff it. Plans for improvement of 
teaching methods, selection of materials of in
struction, new patterns of curriculum, and the 
participation of teachers in the administrative proc
ess will be good only if the people who develop them 
are also competent to carry them out effectively. 
The quality of personnel, the adequacy with respect 
to numbers, and the organization and relationship 
of the staff are all significant. Public education 
is a human enterprize. . . . especially in the 
United States where the underlying philosophy is 
respect for the inherent and unique worth of each 
human individual, it is important to staff schools 
with human beings who understand the learner, 
society, and learning materials so as most effec
tively to personalize the process.

personnel,"

l3Van Miller, The Public Administration of American 
School Systems (New York: The MacMillan Company, 1965), 
pp. 260-61.
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production accented by dissatisfaction, lack of confidence,
bickering, loafing, and absenteeism. Essentially, manage-

importantly they must know what the worker believes and
feels.14

Personnel administration naturally becomes an
involvement in the personnel services offered by an
organization or institution. Thomas G. Spates, formerly

The study of satisfaction measures as perceived
by personnel is a relative recent development. Tompkins

found few allusions to these measures prior to
1918. Harold C. Goddard published Morale in 1918, the first

9.

156-161.
l^Ellsworth Tompkins and Galen Jones, "The Genesis 

of Morale," School Review, LVIII (March, 1950),

and Jones1*’

l^Thomas G. Spates, An Objective Scrutiny of 
Personnel Administration, Personnel Series, No. 75 
(New York: American Management Association, 1944), p.

Personnel administration is . . . organizing 
and treating individuals at work so that they will 
get the greatest possible realization of their 
intrinsic abilities, thus attaining maximum 
efficiency for themselves and their group, and 
hereby giving to the enterprise of which they are 
part its determining competitive advantage and its 
optimum results.15

c. Hunter, "Attitudes and Professional Re
lationships of Teachers: A Study of Teacher Morale," 
Journal of Experimental Education, XXIII (June, 1955), 
345-352.

ment and personnel must agree on common goals; more

vice-president of the General Foods Corporation, stated:
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Since this recent beginning

an increasing interest in employee satisfaction exists.
Personnel services and functions designed to increase
rapport between supervisory and staff personnel have been
studied in many ways.

Perhaps the most significant breakthrough in the
study of group personnel services came through the Hawthorne
Studies reported by Mayo^® and Roethlisberger, supple
mented by subsidiary reports. The studies were conducted
from 1927 through 1932 at the Western Electric Company's
Hawthorne Plant at Chicago, Illinois. The first phase of
the experiment explored the relation of quality and quantity
production efficiency to controlled illumination of the work

The findings were not consistent with expectationsarea.
in that worker responses did not vary with changing of the

The researchers begin to suspect human moti-environment.
vation as the important factor.

The second phase of the study was an experiment
framed around a relay assembly test room. Researchers
sympathetically consulted personnel about changes to aid the

H.G.■’■^Harold C. Goddard, Morale (New York: 
Doran Company, 1918), p. 118.

1 A1 Elton Mayo, The Human Problems of an Industrial 
Civilization (New York: The MacMillian Company, 1933), 
pp. 53-73.

book devoted to the subject.

19Roethlisberger, op. cit., pp. 7-15.
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Conferences -were held with personnel; theirexperiment.

physical health and well-being also became matters of

The opinions, hopes, fears, and interests of theconcern.

relay test room personnel were sought regularly.
Roethlisberger reported the following account:

Feldvebel approaches teacher satisfaction as a

function of conditioning factors within the school and the
profession. The internal motivational systems can in part

offset social attitudes, but administrators are obligated

to devise ways for personnel to achieve intrinsic satis
faction from teaching. He stated:

21 Alexander M. Feldvebel, "Teacher Satisfaction 
as a Function of Conditioning Factors in the School and 
Profession," Clearing House, XLIII (September, 1968), 44-8.

What happened was that in the very process of 
setting the conditions for test—a so-called 
"controlled" experiment—the experimenters had 
completely altered the social situation of the 
room. Inadvertently a change had been introduced 
which was far more important than the planned 
experimental innovations: the customary super
vision in the room had been revolutionized. This 
accounted for the better attitudes of the girls 
and their improved rate of work.20

A school climate which recognizes and rewards 
innovativeness and experimentation, a mileau which 
encourages the development of the teacher's personal 
characteristics as opposed to the standardization of 
the teaching role, and the encouragement of pro
fession—wide interests and activities on the part of 
teachers are examples of interventions which can 
maximize internal satisfaction within the teaching 
profession.21

20Ibid.
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As has been observed personnel administration is

Industrialnot alone confined to school administration.
management is giving increasing attention to the importance
of personnel services. Writing on the topic of morale in
relation to company management, Planty said:

The kind of personnel administration that emerges
at the school depends namely upon one of two widely held
philosophies of leadership in vogue today. McGregor
identifies these philosophies as "Theory X" and
Theory X assumes the average human being dislikes work,

Opposed to Theory X is the assumption in Theory Y
that it is as natural for a person to expend physical
and mental effort in work as it is to play or rest. Under
proper conditions the employee seeks to accept responsi
bility, be creative, and solve problems. Thus, through

The

"Theory Y."

obj ectives.23

2Earl G. Planty, William S. McCord, and Carlos A. 
Efferson, Training Employees and Managers (New York: 
Ronald Press Company, 1968), p. 13.

9 9Douglas McGregor, The Human Side of Enterprise 
(New York: McGraw-Hill Book Company, 1960), pp. 33-57.

avoids it, and must be driven to meet organizational

An often neglected and little understood asset 
of any company is the morale of its managers, super
visors, and workers. . . . Morale is a basic driving 
force which management must develop in all those who 
are effectively to serve industry, themselves, and 
society. Employees whose morale is high are flexible, 
adaptive, and receptive.22
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the practice of McGregor's Theory Y personnel adminis
tration and services then become what he terms "employee

..24centered.
In commenting upon the employee centered personnel

management theory, Redfern concluded that implications for
the school personnel administrators are clearly visible.
For the characteristics of McGregor's Theory Y apply to
teachers and other personnel even to a greater extent than
to individuals in industry or business. The school per
sonnel administrator who capitalizes on these extra values
in human behavior is only taking advantage of prime forces
for good in the operation of a productive educational

Moore wrote that morale, recognition, and appraisal
considerations in personnel administration are strongly
associated with job satisfaction and dissatisfaction. These
also are related to the monetary and personal rewards for
educational service. Also the principal role of adminis
tration is the releasing of creative capacities within the
staff and to a considerable degree personnel performance

Inc. ,

76.

depends upon morale to bring this about.26

nc‘JGeorge Redfern, Improving Principal-Faculty 
Relationships (Englewood Cliffs, N.J.: Prentice-Hall, 
1966), p. 15.

■^Moore,

enterprise.25

24Ibid.

op. cit. , p.
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The development of better personnel relations.

employee-centeredness, has brought about an enlarged area
of personnel services with new adjustments to be made in
administration of staff personnel. Reminiscing upon re
sponses from workers in the Hawthorne Plant Study,
Roethlisberger declared:

27

In a book written for school personnel adminis

tration Claude Fawcett said, "high or low morale is . .
not a constant phenomenon, nor is it the same for all

The personnel administrator must make an
assessment of it periodically if redirection of practices
is forthcoming. Fawcett continued by stating that:

15-16.

Emotionally charged attitudes are inevitably 
present among employees of an organization, and they 
may be both favorable to, and destructive of, the 
goals of the organization. ... In any event, if 
one can discover the emotionally charged attitudes 
of the employees of an organization, it should be

employees."

This was a revolutionary idea in the year 
1928, when this interviewing program started— 
the idea of getting a worker to talk to you and 
to listen sympathetically, but intelligently, to 
what he had to say. In that year a new era of 
personnel relations began.

Whether or not a person is going to give his 
services wholeheartedly to a group depends, in 
good part, on the way he feels about his job, 
his fellow workers, and supervisors—the meaning 
for him of what is happening about him.27

27Roethlisberger, op. cit., pp.



15

In evaluating effects in staff relations the

Thirty-Third Yearbook of the American Association of School
Administrators29 points out that not only should there be

concern for the achievement of purposes in an enterprise,

but also for the growth and satisfaction of personnel and

the quality of group morale.

Although when evaluating staff relationships,

important as it is to determine the quality. it is also

desirable to identify those practices and factors respon

sible for the existing situations, though they be good or
bad.30

Moore precisely bound together those contingent
factors of perception when he avowed:

The Association, 1955), p.

219.P-
77.op.

28,
(New York:

possible to develop hypotheses concerning its 
effectiveness. 28

Claude W. Fawcett, School Personnel Administration 
MacMillan Company, 1964) , pp. 115-16.

Consequently, feelings, opinions, attitudes, and 
behavior usually form the basis for an operational 
definition of morale. How these are put together to 
form a definition depends largely upon the authority 
and the situation.31

29Staff Relations in School Administration, Thirty- 
Third Yearbook, American Association of School Adminis
trators (Washington, D.C.: The Association, 1955), p. 21.

30Ibid.,

2'•Moore, cit., p.
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it,
prise whose success depends upon the coordinated efforts

There are within an organization im
portant human resource characteristics and processes that
are interrelated and interdependent. The quality of these
interaction influences determines the organization's
capacity to achieve communication with and motivation of

Van Zwoll searching the interacting influences of
human relationships studied the perceptual correlates of
morale factors and found these had meaning for almost
everyone in one dimension or another. Although the dimen-

From twenty-five studies by other authors Van Zwoll
reviewed findings on the issues of morale and summarized
these findings under eight main headings of morale factors:

operation, objectives, work load, and other. In addition.

York:
Van Zwoll, School Personnel Adminis- 
Meredith Publishing Company, 1964),

of its members."

attached to the need of exploration.33

^^Rensis Likert, New Patterns of Management (New 
McGraw-Hill Book Company, Inc., 1961), p. 178.
33 James A.

tration (New York: 
pp. 169-71.

sions of morale are in a sense elusive, unidentifiable.

The interaction-influence system, as Likert calls

its members, and to coordinate their activities.32

organization, administration, environment, worker correlates,

is in every organization and "... is a human inter-

and nebulous, still there is much positive significance
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four other study-projects surveying morale were studied
which primarily substantiated the eight-heading order he
had listed. Also it composed agreement upon five basic and
twelve supportive importance elements that affect personnel

These elements are an important adjunct to
the study of staff personnel services since most perceptual-
type studies available were correlated by Van Zwoll's work.
The five basic elements are as follows:

1.

4.
5.

Twelve supportive elements listed are:
1.

8.

9.

34Ibid.

2.
3.
4.
5.
6.
7.

2.
3.

Pleasing physical working conditions, adequate 
equipment and supplies 
A worthy retirement plan
Recognition of merit by administrators
Position security through tenure provisions
Freedom from out of school tensions
An adequate sick leave policy
Existence of a practical written educational 
philosophy for the school system
Community acceptance of financial and moral 
responsibility to maintain an adequate edu
cational program
Freedom to approach administrators and super
visors for help and counsel without prejudice 
or danger of penalty

Administrative cooperation, assistance, and 
support
A just and adequate salary plan
Job assignment in terms of competency and 
interest
Evidence of administrative confidence in 
teachers
Friendly, cooperative, and professional 
attitudes on the part of fellow workers

relations.34
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These seventeen elements affecting personnel morale

move on a continuum from the immediate working situation.

through fringe benefits, to adult and pupil attitudes toward

school personnel in general. To summarize these factors

Van Zwoll concluded:

36

staff satisfactions as the common spirit that pervades the
members of a group and is a high degree of feeling about

those things that touch the relationship between the indi
vidual and the organization.

A vital link in personnel relationships is the
opportunity for people to maintain self-respect. Wiles

172.

Appleton-Century-Crofts,

10.
11.
12.

Morale is the term used in personnel adminis
tration to sum up conveniently the mental and 
emotional state of the employee. The dominant 
facets of this mental-emotional state are employee 
self-confidence, personal and group discipline, 
and contentment.

The development and maintenance of employee 
self-confidence, discipline, and contentment is 
so much a part of the whole cloth of personnel 
administration that virtually every principle of 
personnel administration has morale implications.

Griffiths^ identified the problem of morale and

Equality of status within the staff 
Cooperative and appreciative parental attitude 
Courteous and respectful pupil attitude.35

35Ibid.

37Daniel E. Griffiths, Human Relations in School 
Administration (New York: Appleton-Century-Crofts, Inc., 
1956), pp. 144-47.

36Ibid.. p.
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emphasized this relationship when he said, "To give full

feeling of self-respect. To respect one's self involves
having a feeling of equality. . Wiles further indi-II

cated that to feel oneself inferior or a "yes man" damages
self-respect. People desire positions where they can feel
they are working with rather than working for someone else.
An administrator who gives personnel the impression that

The Thirty-Fifth Yearbook of the American Asso
ciation of School Administrators listed personnel practices
that contribute directly to instructional improvement. The
Yearbook is quoted as follows:

54-55.

Personnel practices must be developed for every 
major phase of administration that involves the work 
and welfare of staff members, from initial employment 
of the staff member to his ultimate retirement from 
service. Some personnel practices affect the in
structional program directly: the selection, assign
ment, orientation, and in-service education of 
personnel; the teaching load; the provision of 
substitute teachers; and the promotion, rating, and 
evaluation of personnel. Other personnel practices 
that affect teaching and learning perhaps indirectly 
are those relating to salaries, sick leave, sabbatical 
leave, transfers, tenure, and retirement.3^

they are robots breaks down the morale of the staff.3®

38Wiles,
39"The Superintendent as Instructional Leader," 

Thirty-Fifth Yearbook of the American Association of School 
Administrators (Washington, D.C.: The Association, 1957), 
p. 56.

satisfaction, a job must allow people to maintain their

op. cit., pp.
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Staff personnel services are also committed to the

retention of competent personnel. Numerous methods have
been used to encourage personnel of high quality to remain
■with a system. J acobson, et al. selected eight prime areas
for consideration in retaining good teachers. These include
retirement and pension provisions, provisions for tenure,
adequate salary schedules, definite lines for promotion,
leaves of absence with pay or part pay, reasonable teaching
and work loads, acceptable plans for supervision in teacher

and including provision for teachers to be relievedabsence,

Considerable agreement exists among recent authors

phasis from personnel administration. Castetter indicated
in his recent book on Administering The School Personnel
Program that personnel administration must concern itself
with the continuing problems of staff development, with
appraisal of personnel, and with their general welfare.
which includes health,

retirement provisions. He also organizes the personnel

379.op.^Jacobson, cit., p.

as to the selection of personnel services to receive em-

mittees, or to participate in curriculum planning.40
of classroom duties to do research work, to serve on com-

service, associations. and grievances, academic freedom, and
tenure, leaves of absence, substitute
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determination of need,services into three major areas:

satisfaction of need, and maintaining and improving the
services. He maintained that personnel administration is
a continuous function. one which must be carried on con
tinuously each day and each year, if the school system is

41to maintain an effective educational program.
During a four-year period, Wiles investigated

teacher satisfaction as it relates with job and school. He
worked with one-thousand graduate students who were teachers
and comprised twenty-five discussion groups studying super-

The respondents listed most frequently the follow-vision.
ing job satisfaction factors: security and comfortable
living, pleasant working conditions, a sense of belonging,

fair treatment,
nition of contribution, participation in deciding policy,

similarity to the conclusions Van Zwoll reached in his basic
and supportive elements of personnel service needs. In a
recent study, utilizing similar data to that of the Van
Zwoll and Wiles, Means studied perceptual responses of
selected staff personnel services from over 2,000 teachers

245.
op.42v/iles,

and opportunity to maintain self-respect.42

^Castetter,

a sense of achievement and growth, recog

op. cit., p.
p. 40.

Wiles' listing of personnel service needs has a
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and principals in the Birmingham Public School System as
related to job satisfaction, morale, Severaland turnover.
variables such as sex, age, degree, grade level taught,
years of experience, and others were included by Means.
His study identified a high degree of similarity between
teacher and principal perceptions of personnel services

Employee satisfaction is a broad area of concern
in the field of human relationships which has amalgamated
overtones needing constant and consistent consideration by
personnel administration. Satisfaction is readily ob
servable in varying measures in most all organizational

Feldvebel assumes that development of higherstructures.
teacher satisfaction will be reflected in an improved job

To him the encouragement of positive workperformance.
attitudes and the feeling of personal well-being associated
with higher teacher satisfaction is an end worthwhile in
itself. The school administrator is obliged to recognize
that ideal goals and purposes of individuals in the organi
zation are his immediate concern even though it may not be
defensively related to the furtherance of organizational

^^Robert S. Means, "A Study of Principal and Teacher 
Perceptions of Selected Personnel Services" (unpublished 
dissertation, University of Alabama, 1967).

most and least in need of improvement.43
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goals.

Pigors and Myers assumed that people have certain
needs which when fulfilled through personal development and

45as part of a work group brings satisfaction. Individuals
are helped by personnel administration to utilize their
capacities to the fullest extent and attain maximum satis
faction when these satisfactions are enhanced to fruition
through a well balanced personnel services program.

In an address delivered at the 81st Annual Con
vention of the American Association of School Adminis
trators, Henry I. Willett declared,

According to Willett, the personnel program that
promotes job status and satisfaction will recognize that
personnel services and practices must be in harmony with
those factors that are most needed in developing the best

cit.op.

Teachers must be given a more realistic 
load—not to make the job easier, but to give 
them a reasonable chance to experience the 
satisfactions that come from reaping the rewards 
of doing an observable and commendable job.46

44Feldvebel,
45 Paul Pigors and Charles A. Myers, Personnel 

Administration: A Point of View and a Method (New York: 
McGraw-Hill Book Company, 1965), p. 29.

4^Education, an Investment in America's Future, 
Official Report, 81st Annual Convention, American Asso
ciation of School Administrators (Washington, D.C.: The 
Association, 1955), p. 189.
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human relationships. He said these factors are already
being recognized in business to a great extent.

Willett defined his position further by listing
some factors responsible for building these relationships.

people are important, it is natural
to have a sense of responsibility, the urge for social
approval and recognition, desire the opportunity to succeed
and manifest self expression, desire for fairness and
justice, desire social activities and recreation at home
and elsewhere, regard with skepticism the new and different,
means of appraising success or failure, the need to knowa

and understand others, and the aid to identify and solve

Mason reported job satisfaction measures in a study
of the beginning teacher. He stated that usually the direct
measures of job satisfaction indicated that higher satis
faction was associated with higher commitment to teaching.
Those measures of satisfaction which dealt with non economic

The Beginning Teacher, U.S. De
Education, and Welfare, Office of 

Government Printing Office,
48Ward S. Mason, 

partment of Health, 
Education (Washington, D.C.: 
1961), p. 117.

problems.

47Ibid.

matters appeared to be more strongly related to career 
commitment than salary related items.48

These were, in part:
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A decadent sound is usually discernible from some

source and in the study of satisfaction relationships the
sound has become more audible through recent research.
Haire introduces another elemental arrangement into the
arena of personnel administration. Employee satisfaction,
he assured, may account for lower attainments while dis
satisfactions may bring about increased attainments.
Referring to the knowledge of recent studies, Haire said

. . the high groups had about as much job satisfaction
and feeling of accomplishment as the lower groups." He
further affirmed:

we

In writing about on-the-job and off-the-job need
satisfactions, Haire suggested that physical needs satis
factions may include vacations, pensions, health plans, and
the like; while on the other hand the higher-order social
and egotistic need can in many cases be enjoyed on the job

50and may be an integral part of the job.

If the satisfaction is too smug and bovine, 
usually get the common attempt to preserve the 
present situation. In most human endeavors, better 
quality or quantity of output seems more likely to 
be associated with a certain amount of dissatis
faction with the present state of affairs.49

^Mason Haire, Psychology in Management (New York: 
McGraw-Hill Book Company, Inc., 1956), pp. 153-54.

50Ibid.
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As was previously indicated some recent studies in

personnel relations have utilized certain organismic and
cognitive variables in an effort to elicit more definitive
responses for evaluation. The implications for personnel
administration become more vivid with each successive
study—thus, an open-ended approach to the personnel
services program may well be in order.

Several variables were utilized by Schultz^1 in
processing data collected on 776 recent graduates in
teaching positions who had received degrees from the Uni
versity of Illinois. The 48 most satisfied and the 48
least satisfied teachers were selected and their responses
compared to identify factors that differentiate very
satisfied teachers from very dissatisfied teachers.

Two factors.
relating to teacher satisfaction and morale. The most dis
satisfied teachers were men. More very dissatisfied
teachers were married than were single.

No difference was found distinguishing the two groups
in relation to academic degree held nor length of time in
present positions.

Schultz reported that the majority of most satisfied

^■'■Raymond E. Schultz, "Keeping Up Teacher Morale, " 
Nation's Schools, L (October, 1952), 53.

sex and marital status, were found
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teachers wrote enthusiastic remarks when mentioning such
things as the community, salary, teacher relations, and
working conditions. The dissatisfied teachers made de
rogatory and critical remarks when referring to these

positions as inadequate physical plant, inadequate equip
ment and supplies, and working conditions. "These remarks,"
said Schultz,
ditions and supplies and equipment have a profound effect

Summing up satisfaction measures in teaching Chase
presented five areas of prime concern for a good personnel
service approach. The major factors he has identified as

freedom for the
teacher to plan his work, salary, quality of professional
leadership and supervision, opportunity for teacher partici

supervision to help failing and dissatisfied staff members.
He concluded that revision of local policies have had and
are having a prominent influence improving personnel

cit.op.

on teacher morale."52

"give additional evidence that working con

factors and included such reasons for disliking their

important job satisfaction items are:

pation in planning and policy making, and adequate physical 
facilities.53 Eastmond^^ recommended more and better

52Ibid., p. 56.

^Francis S. Chase, "Factors for Satisfaction in 
Teaching," Phi Delta Kappan, XXXIII (November, 1951), 127.

^Eastmond,
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services.

When considering and planning for personnel
services the personnel administrator may find divergent
thinking on the part of staff personnel regarding certain
categories of services. Communication is the avenue through
which reasonableness of services may be established.

Following a survey of supporting studies, Likert
reported . . that the higher the productivity, the
greater the accuracy of perceptions. Good communication
and high performance go together." In terms of economic
and human-satisfaction variables, Likert observed that

subordinates attach to economic factors and underestimate

In a similar inference Elsbree and Reutter declared
that communication is an important element and that "a
democratic spirit is essential for high morale but the
spirit alone is not enough." They further affirmed:

Lines of communication must be established 
between board of education and employees and between 
the superintendent of schools and employees. Good 
relationships are contingent upon understanding, and 
understanding depends upon ease of communication.56

the importance to them of the human variables."55

55Likert,
■^Willard S. Elsbree and E. Edmund Reutter, Jr., 

Staff Personnel in the Public Schools (Englewood Cliffs, 
N.J.: Prentice-Hall, Inc., 1954), p. 266.

"superiors consistently overestimate the importance their

op. cit., pp. 48-9.
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James Taylor in his book, Personnel Administration,

stated that people who live and work together as friends
produce more effectively.
friendship was not enough. Communications lines must be
established. The personnel manager must be willing to
transmit information which is readily understandable and at
the same time open the channels through which personnel
will keep him informed. He must also establish a communi-

Recognition of the employee and clarification of
policies are essentials that have an inexcusable perpetual
need for deliberate action on the part of personnel adminis-

Elsbree and Reutter5® observed that it istration. more
difficult to bring the staff in an organization to work
together than it is to agree on a common goal. Although
personnel management spends much of its time encouraging
everybody to pull together to insure high employee morale.
certain basic conditions must be met. Eight items of
exceptional importance to staff cohesiveness are listed by
Elsbree and Reutter as follows:

1.

York:

Recognition as persons in their own right.
They need to feel they have worth and something

57James A. Taylor, Personnel Administration (New 
McGraw-Hill Book Company, Inc., 1959), p. 219.
58Elsbree and Reutter,

cations line with all employees.5^

However, he did indicate that

op. cit., p. 263.
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2.
3.
4.

5.

6.
7.
8.

there is an obvious need for clarification of principles
and philosophy in the personnel. . II High morale on
the part of the staff II . . is directly related to certain
well-defined personnel policies and procedures that have

found that applicants for
teaching positions are more easily recruited where adequate

263-64.pp.
265.P-

Staff
D.C. : 

1963),

59Ibid.,

their roots in a philosophy of human relations."60

to say about their work and how it should be 
done;
Confidence in the integrity of their superior 
officers;
Respect for their fellow workers and faith in 
them;
Confidence that promotions from the ranks are 
made on the basis of merit and that there is 
little politics and favoritism in the organi
zation;
Assurance that their grievances will be 
listened to attentively and will be given 
full consideration;
Belief that their wages are reasonably 
adequate and fairly administered;
Assurance that there is a future for them in 
the enterprise;
A liking for the community in which they live 
and work.69

When considering the importance of staff welfare 
policies, Kindred and Woodard®!

60Ibid.,
< 1■“■Leslie W. Kindred and Prince B. Woodard, _ 

Welfare Practices in the Public Schools (Washington, 
The Center for Applied Research in Education, In., 
pp. 4-5.

Furthermore, stated Elsbree and Reutter, "
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welfare policies exist. The percentage of turnover drops

considerably when conditions of employment and service are

satisfactory. Those teachers remaining in a system when it
provides for their welfare needs usually will become active
and respected members of the community.
teachers enjoy their work more and associate agreeably with
their colleagues.
appears to be a relationship between provisions for welfare

their loyalty to the school system."
It is through personnel policies that immediate and

long-range goals are achieved and developed around those
who render professional services. Some of these policies
touch the welfare of staff members,

and the like," with others relating to "recreation, housing,

vironmental conditions.
When developing welfare policies one must consider

the pressures of daily existence. Kindred and Woodard
"Too often policies are centered around materialdeclared,

problems to the exclusion of other factors which have an

>.62

"such as those relating

and the mental and physical health of teachers as well as

community status, elimination of pressures, and other en-

Kindred and Woodard concluded, "There

Likewise, these

to salary, insurance, retirement, sick leave, credit unions.

62Ibid., p. 6.
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Feldvebel indicated that an understanding of the
various motivational systems affecting teacher attitudes
is the beginning step in " . . . devising policies and in
developing an organizational climate which will minimize

h 64negative effects and maximize positive tendencies.
Group participation in policy planning of personnel

services is viewed by some educational leaders
posite of broad points of view involving examination of
existing patterns, policies, and relationships. Moore and
Walters^ proclaimed that:

The relationship of morale to the nature of the
organization and administrative structure is too frequently
overlooked. The two go hand in hand, and it is most diffi
cult to tell which one is more influential in obtaining a
smooth operating staff.

. . . wider participation in the development of 
personnel policies and more care as to their general 
nature must be exercised since the nature of the 
functioning organization is determined by how well 
the policies are carried out. It resolves itself 
into a situation where "the letter killeth but the 
spirit giveth life."

impact on attitudes, feelings, and work performance."63

as a com-

63Ibid., p. 7.
^Feldvebel, op. cit.
^Harold E. Moore and Newell B. Walters, Personnel 

Administration in Education (New York: Harper and Brothers, 
Publishers, 1955), pp. 38-9.

Moore and Walter said, "It is a
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commonly accepted point of view in democratic processes
that morale develops proportionately to the part the
group exercises in its own regulation and policy deter
mination. "66

Moore and Walters continued their emphasis on
staff participation in policy development by emphasizing
that this approach to personnel problems is not a new idea

staff participation in the early 1900's. They further
reasoned:

ends sought.
67

Dissemination of information on personnel policies
is a further consideration of personnel management.

policy statements can have little meaning if complete
information is not provided for the employees." The first
consideration is to have all statements of policy written
and incorporated in the official acts of the organization’s
policy making body as they relate to personnel administration.

Recognizing, then, the relationship between staff 
participation and morale, the problem is to find 
ways and means to utilize the staff to achieve the 

Perhaps the best solution to this 
problem is one of general staff participation in 
policy making and planning.67

66Ibid.
67Ibid.

in school morale leadership, since John Dewey advocated

According to Chandler and Petty, "An elaborate array of
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And secondly, these statements of policy should be compiled

Staff personnel services are derived from many
facets of human relationships, anxieties, and satisfactions,

attitudes of human interaction. Irene Place wrote:

Place stated that we see individuals as combi
nations of intellect,
experience. Human relations situations in the educational
environment are manifested between teacher and teacher or
teacher and administration. A study of human relations
involves more than the study of personality; it considers

Human relations is interaction among people. 
In education and business, it involves situations 
where individuals already formed by other in
fluences (products of previous environments) are 
brought together by circumstances to study or 
work together.00

and reactions to problem situations.70

into a handbook or pronouncement accessible to all em
ployees.

and draw upon the resources of knowledge, skills, and

age, sex, health, education, and

needs, satisfactions, hostilities, reactions to authority.

08B. J. Chandler and Paul V. Petty, Personnel 
Management in School Administration (New York: World 
Book Company, 1955), p. 18.

°^New Perspectives in Education for Business, 
Yearbook, National Business Education Association, A 
department of the National Education Association 
(Washington, D.C.: The Association, 1963), p. 215.

70Ibid., p. 216.
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Another area of vital interest in perceptual

research is preparation of the survey instrument. Design
of the instrument is of utmost importance and fortunately
more consideration has been given preparation of the

Fawcett^l referred tosurvey instrument in recent years.
the essential planning procedures in his book, School
Personnel Administration, and listed forty-nine questions
covering areas that should be asked employees to assist
them in identifying their own goals with the organizational
goals. He identified the questions under ten main headings
as follows: goals of the organization, assignments of
responsibility, evaluation and reward, exercise of
authority, research, record-keeping, coordination, communi-

Fawcett said:
In preparing the instrument it is important 

that an effort be made to determine the extent 
of feeling the employee has about the items 
mentioned above. Statements should be made that 
are calculated to elicit the attitude. Respondents 
should be given several choices of reaction. 
Practically, negative responses of all types can be 
grouped together and affirmative responses tabu
lated together. In this way it is possible to 
ascertain with some degree of clarity the general 
level of sentiment concerning each item. 72

^Fawcett, 
72Ibid.

cation, identification, and the allocation of resources.

op. cit., pp. 116-19.
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Recent research reviewed instruments used in

testing job satisfaction. One such study yielded findings
research exploring the validity of the traditionalon

theory (linear relationship design) as opposed to the 2-
factor theory. The study was conducted by Graen in 1968
at the University of Illinois and indicated that:

A study conducted in 1968, at the University of
Illinois, by Mikes and Hulin is closely identifiable to
the Graen1 study. Mikes and Hulin studied the "use of
importance as a weighting component of job satisfaction."
They reported that:

attitudes and behavior.74

^Patricia S. Mikes and Charles L. Hulin, "Use of 
Importance as a Weighting Component of Job Satisfaction," 
Journal of Applied Psychology, LII (October, 1968), 394-398.

Traditional and 2-factor theories make con
tradicting hypotheses concerning the relationship 
between satisfaction with job factors and overall 
job satisfaction. Traditional theory predicts 
essentially linear relationships, whereas 2-factor 
theory predicts particular nonlinear relationships.

. . . Traditional predictions generally Were 
supported.73

Hypotheses dealing with the rated importance of 
various aspects of the job were tested. . . . Impor
tance used multiplicatively to weight satisfaction 
scores did not increase the predictability of 
turnover during an 11-mo. period over that obtained 
by using satisfaction measures alone. . . . The 
general conclusion was that importance has little 
value in a prediction situation involving job

73Qeorge B. Graen, "Testing Traditional and 
Two-factor Hypotheses concerning Job Satisfaction, " 
Journal of Applied Psychology, LII (October, 1968), 366- 
71.
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Also in 1968, Alderfer compared questionnaire

responses with and without preceding interviews. He found
no difference in the responses to data about superiors.

prior to responding to the questionnaire. Such persons
were prone to be slightly harsher in the rating of their

In the spring of 1964, Mitzel and Dick studied
misassignment of teachers. This was an outgrowth of the
SCAT group study on Assignment of Teachers. The results
of the misassignment study indicated that factors which
were given as limiting the quality of education were
ranked differently to a significant degree by the several
groups who responded. The misassignment of both beginning
and experienced teachers was ranked fifth in importance
with a group of twelve personnel service factors surveyed.
The closer the respondent was to the function of assignment
the lower the rating of misassignment. The study indicated
that educational leaders view misassignment as a problem in

76Harold E. Mitzel and Walter Dick, "The Relative 
Importance of Teacher Misassignment as a Problem for 
Education," The Journal of Teacher Education, XVI (March, 
1965), 54-60.

peers.75

7^ciayton P. Alderfer, "Comparison of Questionnaire 
Responses With and Without Preceding Interviews," Journal 
of Applied Psychology, LII

education which needs improvement.75

Differencies did occur, however, with persons interviewed
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To some extent past research has not sought to

ascertain the relationship of variables which may affect
respondent reaction to questionnaire items. A fault in

that throughout the available studies variables had not
been differentiated. He declared,
research techniques are at fault here. Most studies fail
to differentiate among the respondants. .

In 1965, Moore, Deever, and Hunnicut, were involved
in a research and development activity to discover high
priority areas in school personnel administration. They
identified and investigated three high priority areas:
staff personnel services, staff relationships, and stresses
and conflicts. They hoped to find techniques for bridging
the gap between existing pertinent research of the be
havioral sciences and typical school personnel adminis-

From the several research needs identi-tration practice.
fied in these areas they designated along with other

research needed to determine how the
dissatisfiers and motivators may vary with characteristics
of workers such as subject matter field, grade level, age,

retirement, type of district, size of community, and

160.op.

»77

"dissatisfiers"

^Griffiths,

"It may be that the

cit., p.

sex, marital status, career stage (time of), proximity to

previous research studies, wrote Griffiths in 1949, was
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relative professionalism. Moore, et al. also identified
another prime area needing research—the area they term as
the

Future research
in these areas of high priority should enhance the rele
vance of selected personnel services.

The variable of sex differences as related to
satisfaction of teachers has received attention in more
recent studies. published their findings of
sex role and career orientations in 1959. The study was
conducted with a population of beginning classroom public
school teachers. They found the highest percentage of
beginning men teachers gave intrinsic reasons for leaving
the teaching profession such as salary and living standards.
The highest percentage of beginning women teachers gave

fession.79

the school district as a social system.78
"motivation-incentive system" which operates within

7®Harold E. Moore, Merwin Deever, and Harold B.
Hunnicut, A Research and Development Activity Related to 
High Priority Areas in School Personnel Administration 
(Tempe, Arizona: Bureau of Educational Research and 
Services, College of Education, Arizona State University, 
1965), pp. 1-59.

7^Ward S. Mason, Robert J. Dressel, and Robert K. 
Bain, "Sex Role and Career Orientations of Beginning 
Teachers," Harvard Educational Review, XXIX (Fall, 1959), 
370-383.

extrinsic reasons of family affairs, or depending on
another person, as reasons for leaving the teaching pro

Ward, et al.
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Mason (1961) found that women were more satisfied

than men with teaching responsibilities, remuneration, and
rewards of teaching. However, Mason's study utilized

80responses taken from beginning teachers.
Academic degree and grade level taught were also

reported in Mason's study. He indicated that certificated
prebachelor degree teachers were more satisfied than certi
ficated postbachelor teachers, and that elementary teachers
were more satisfied than secondary teachers with remuner
ation and responsibilities. Mason observed that marital

81status had little differentiation effect in the study.
Salary has long been considered a prime factor in

an adequate personnel services program. As Clarence Weber
stated, "Adequate financial support is a function of good
will. " He also contended that
for higher salaries for teachers has caused individual
teachers and teacher's organizations to be concerned with

In an attempt to locate personnel problems which
demand solution, Weber surveyed 473 teachers pursuing

82Clarence A.
Administrators (New York: 
1954), pp. 4, 6.

the improvement of teachers in service. 1,82

Weber, Personnel Problems of School 
McGraw-Hill Book Company, Inc.,

81Ibid.

"increase in the pressure

onMason, The Beginning Teacher, op. cit., p. 83.
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advanced and graduate courses at the University of
Connecticut, 1950 through 1952. The teachers were asked
to state and rank in order of importance items they viewed
as the most significant personnel factors. From these
responses Weber compiled the following personnel service
items:

some studies indicate thatOn the other hand,
teachers are concerned about the "everyday routine"—other
than salary—items. To some degree supervisory personnel
have been relatively quick to attach a monetary value to

Hill stated that some teachersmost personnel needs.
referred to the need for relief from some

and some to theto Forty
eight percent of the teachers in service and college ■

13-14.

1.
2.
3.
4.
5.
6.
7.
8.
9.

10.
11.
12.
13.
14.
15.

83Ibid., pp.

"routine detail."

Salaries and salary schedules 
Orientation of new teachers 
Educating teachers in service 
Selection of new teachers 
Teacher participation in administration 
Evaluation of teacher services
Teaching load, including extracurricular load 
Transfers, promotions, and dismissals 
Relationships with nonteaching staff 
Substitute-teacher service
Leaves of absence
Joining teacher's organizations
Teacher tenure
Attacks upon teachers and teaching 
Professional ethics and attitudes.83

"clerical work,"
"paper work,"
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relieved of some of the nonteaching duties, and twenty-

Administrators and board members, declared Elsbree
and Reutter, tend to oversimplify personnel relations, and
often receive the impression that the only things employees
are really concerned about are salary, tenure, and sick
leave. They further reasoned, "One of the lessons which
modern industry has learned is that off-job satisfactions.
such as wages, vacations, and pensions, are no substitutes
for on-the-job considerations." Thus, teachers, principals.
and other school personnel must find pleasure in everyday
experiences at school and out of school to maintain a high
level of satisfaction.85

Personnel services such as safety and health pre
cautions are becoming of greater concern to employer and

Other operational problems in personnelemployee alike.
administration involve recreation as well as health and

affirmed thatsafety.
and his workers have a moral and economic responsibility to
work all the time to eliminate the causes of accidents."

85glsbree and Reutter, 265.op.

three percent indicated a need for reducing class sizes.

"Both the employer

8^ciyde M. Hill, "How to Secure and Retain Good 
Teachers," Education Digest, XXIV (October, 1958), 8-10.

seniors studied by Hill, indicated the teacher should be

Scott, et al■,
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Employees group and individual instruction creates positive
attitudes toward sound health and safety practices. These

Hedlund and Brown stated that studies in industry

have repeatedly shown that considerations other than

salary hinders the general morale and efficiency of per

sonnel . To discover those living and working conditions
which are the most irritating to personnel would be to
remove obstacles that prevent teachers from giving their
best to the students.87

Finally, perceptions are seen as those inferences

discerned by personnel through everyday human interaction
influences and relationships.
insight apropos to perceptual circumstances when he said.

is the fundamental cause of human relations problems." And
in attempting to find solutions to these relationship con
ditions educators must first take a look at the theory of

practices carryover into recreational pursuits and home 
affairs as well.86

"Conditions 
XLVIII

^waiter Dill Scott, Robert C. Clothier, and 
William R. Spriegel, Personnel Management (New York: 
McGraw-Hill Company, Inc., 1961), p. 440.

p 7 Paul A. Hedlund and Foster S. Brown, 
that Lower Teacher Morale," Nation's Schools, 
(September, 1951), 40-42.

Griffiths delineated an

and impressions of different situations and conditions as

"We may conclude therefore, that this perceptual difference
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perception. Then the task of improvement becomes one of

Historical Implications to the Study
The Seventy-day Adventist Church educational system

origin primarily centered around Professor G. H. Bell and a
church school, the Battle Creek Academy in 1872, Battle

89Creek, Michigan.
(SDA Church) college, the Battle Creek College was estab-

It was located in Battle Creek across the street

Sanitarium, which conveniently provided work opportunities
for the college students.

Church educational program was most instrumental in the
development of the early denominational educational

Later in 1903, White published the book Education
which became a general educational guideline for Seventh-

54.

117-20.pp.

system.91

9J-The Story of Our Church, Prepared by the Depart
ment of Education, General Conference of Seventh-day 
Adventists (Mountain View, California: Pacific Press 
Publishing Assn., 1956), p. 400.

li shed.90

from the Church-owned health institution, the Battle Creek

88Griffiths, 
8 9 Arthur W. Spaulding, Origin and History of 

Seventh-day Adventists, Vol. II (Washington, D.C.: Review 
and Herald Publishing Association, 1962) , p. 116.

90Ibid.,

Ellen G. White, a leader and counselor of the

In 1874, the first denominational

op. cit., p.

analysis of perceptions.88
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day Adventist education. The author stated:

Simultaneous to these developmental years was the
improvement of the Battle Creek Sanitarium's health foods
and the origin and establishment of the cereal breakfast
food industry by Seventh-day Adventists in Battle Creek.
Foremost in these improvements of health foods was John
Harvey Kellogg, physician and medical director of the
Sanitarium.^3 Doctor Kellogg and E. G. White emphasized
a physical fitness program through useful labor and
recreational exercise which characterized the early edu-

work-study development for the
This dual

educational pattern made education available to students
regardless of economic status.

fornia:

op.

Our ideas of education take too narrow and 
too low a range. There is need of a broader scope, 
a higher aim. True education means more than the 
pursual of a certain course of study. It means 
more than a preparation for the life that now is. 
It has to do with the whole being, and with the 
whole period of existence possible to man. It 
is the harmonious development of the physical, the 
mental, and the spiritual powers. It prepares the 
student for the joy of service in this world and 
for the higher joy of wider service in the world to come.

cational emphasis to a
academy and college age youth of the Church.

cit., pp. 424-26.

^Ellen G. White, Education (Mountain View, Cali- 
Pacific Press Publishing Assn., 1903), p. 13.
93Spaulding, op. cit., pp. 122-23.
54Story of Our Church,
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Established at varing times, yet located within

This environment lended to a growth of the Church endorsed
educational concept of combining academic learning and
practical work experience.

During the ferment of these historical beginnings
Seventh-day Adventist educators enveloped the concept of
educating the mental, physical, and spiritual powers of
the student. In recent years they have also emphasized
the social phase—a fourth component to man's develop-

Through the years centers of learning at the high
school level were developed in other states. The students
from extended areas were drawn together and boarded in
dormitories while receiving the education offered by the
denomination. Today the elementary school, the junior
academy (junior high school), the senior day academy, and
the senior boarding academy (high school) serve as feeder

These higher
institutions then assist a number of other denominational

mental needs.96

colleges in the world field in staffing personnel needs.97

op. cit., pp.

dental school, and seminary in North America.

the immediate area, were other Church institutions.95

schools to the SDA colleges, universities, medical and

97Ibid., pp. 401-04, 428-33.
400-01, 478-86.

QC Spaulding, op. cit., pp. 329-34.
96Story of Our Church,
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The residence (boarding) academies are basically

to educational philosophy and ob
jectives. Although flexible in design, the physical
plant, curriculum, administrative pattern, and financial
aspects are similar; each institution is responsible,
however, to a local board of trustees within a state
conference. This board is autonomously responsible to the
union conference educational board (a region including
several states) and likewise the union conference board
of education is responsible in part to the General Con
ference Board of Regents. The schools operate a student

continuous residence cycle with
student home-leaves occurring at approximately four to six
week intervals. The schools are financed by tuition and
regular church grants from the respective state conference
organization. Students receive payment for work performed

98for the school or a school related industry.
Personnel employed by the academy usually reside in

the immediate proximity of the academy environs. The
personnel are expected to meet state and denominational

religious interests in harmony with the denominational

of similar design as

work-study program on a

regent's certification requirements, educational standards
for the area of the school's location, and demonstrate

98 ^°Ibid., pp. 405-08.
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objectives of religious education. The academies hold
accreditations with various state and regional accredi
tation associations in the United States."

Statement of the Problem
A review of literature indicated that staff

perceptions of personnel services are observable and
measurable.

the literature indicated that employee perceptions ofse,
personnel services are observed as the interrelated forces
and factors of employee morale and satisfaction indices.
These employee perceptions are the cognitive and affective
expressions of mediated human relationships as related to
staff personnel services.

The problem of this study was to determine teacher
and principal perceptions of selected staff personnel
services in Seventh-day Adventist co-educational secondary
residence academies in the United States.

Need for the Study

study of staff personnel services in the Seventh-day
Adventist secondary residence schools. No studies of this
design had been done with the residence school population;

408-09.pp.

There were indications regarding the need for a

Although this was not a study of morale per

"ibid. ,
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neither had there been an attempt to research perceptual
responses of teachers and principals as main groups.
Personnel services in education and other fields have be
come of increasing concern to personnel administrators and

definite relationship of personnel services to the factors
of morale and satisfaction attributing to personnel turn
over in schools. Therefore, it was assumed that perceptual
responses from those most affected by personnel services in
SDA residence schools would educe relevant perceptions for
improvement of personnel services if such was found needful.

Since education and religion today embrace a major
portion of worthwhile development of the on-coming gener
ation, church-related schools should become adequately
cognizant of personnel perceptions of personnel services
which ultimately affects the enhancement of education for

Further apropos is that designers of edu-the student.
cational imperatives evaluate the personnel services
periodically.

In March of 1969, the General Conference of Seventh-
day Adventists Department of Education was contacted and
permission to do this study was received. It endorsed by
letter approval for a study of this design and indicated
that such a study would be a contribution to residence
school education.

there appeared from the review of literature to be a
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Assumptions and Limitations

This study was limited by the population selected,

the personnel services surveyed.
The total population of teachers and principals of

Seventh-day Adventist co-educational secondary residence
(boarding) schools in the United States was the population
for the study.

It is readily recognizable that all variables that
might be related to teacher-principal perceptions concerning
personnel services are not included in this study. Through
a review of the literature certain variables have appeared
to be more influential as indicators and were therefore
selected.

The literature also revealed numerous personnel

services; only those found to be most meaningful to a study

of relevant correlates of morale and satisfaction indices

were selected.
It was assumed that perceptions of the two main

services would yield data that could be treated statistically.
All data were regarded as valid and representing the true
perceptions of the population under study.

There was no attempt to project the findings of this
study beyond the defined population.

validity of the instrument used to secure information, and

groups, teachers and principals, most affected by personnel
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Definition of Terms

to the influenced and administered environmental factors

and stability of personnel.

ness or knowledge of situations and conditions and is a
characteristic of reason and of rational procedure. From
an inferential viewpoint perception is an inference from

impressions on the body organism and the mental sensations.

In this study perception refers to teacher-principal dis

cernment of the value of personnel services surveyed.

Academy refers to a co-educational secondary

residence (boarding) school of the Seventh-day Adventist

Church in the United States—a school offering college

preparatory and general curriculum combined with a work

study program.
SPA refers to Seventh-day Adventist and is used

extensively by the Church organization for literary con
venience.

Teacher as used in this study, refers to a school
employed person who teaches one or more classes.

Principal refers in this study to the person em
ployed as the administrative head of the school. In the

Perceptions refer to a person's individual aware-

Personnel services, as used in this study, refer

generally considered important to the morale, satisfaction,
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SDA residence school this person is the instructional

board of trustees, and selects staff personnel.
leader, general manager of the institution, meets the



CHAPTER II

RESEARCH DESIGN

Introduction
The purpose of this chapter was to delineate and

describe the methods and materials used in surveying and
assessing the perceptions of teachers and principals in
the Seventh-day Adventist co-educational secondary resi
dence schools in the United States in relation to selected
staff personnel services.

Selection of Respondents
The population of this study comprised the total

teaching staff and principals of all the Seventh-day
Adventist secondary residence schools in the United States.
The teachers selected were those employed to teach one
class or more in the academy (high school) during the 1968-

The principals selected were the official1969 school year.
heads of the schools as instructional leaders, and general
managers.

Thirty-nine of the SDA academies were residence
(boarding) academies (Appendix A) . These academies are co
educational, draw students from all levels of the socio-
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economic strata of society, and primarily serve a one or two
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state area. The school enrollments ranged from approxi
mately 100 to 500 students. The classroom-teaching staff
employed ranged from eight to twenty-seven in the schools
of this study. A total of 573 teachers and 39 principals
were included in the survey population.

These schools offer college preparatory and general
curriculum courses at the secondary level for grades nine
through twelve. Each academy's educational program in
cludes a work-study educational program. Most of the
academies operate their classes on a split-schedule with
alternate grade levels attending school mornings and
afternoons. Teachers usually teach classes in part of the
morning and afternoon schedules.

Each academy is accredited by the General Conference
of Seventh-day Adventist Board of Regents of Secondary
Schools and Colleges, by the respective state in which it is
located, and some by regional accreditating associations in
the United States.

Development of Questionnaire
Due to the limiting factors of distance and com

munication the determination was made that the data-
gathering technique would be a structured questionnaire.
(A questionnaire was then developed for the purpose of
discovering how teachers and principals perceive certain
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selected staff personnel services.) The use of the
questionnaire technique to gather data made it possible to
include the total of teachers and principals employed in
the residence academies as the study population.

The review of literature influenced the development
of the survey instrument; certain personnel service items
■were found more relevant to the study and were therefore
included in the instrument design (Appendix B) . Part I of
the questionnaire, Background Information of Variables, was
developed because research indicated the importance of
certain organismic and cognitive variables. These personal
and professional characteristics supposedly influence the
perceptions of personnel regarding personnel services.
Those variables most often referred to in the literature—

affective correlates were utilized in the design of the
This section of the questionnaire requiredquestionnaire.

the respondent to mark the personal and professional status
items that indicated his perceptions.

Part II of the questionnaire, Personnel Services,
was developed after careful research; the evidence indicated
that certain classifications of personnel services were
responsive to perceptual influences. From these major areas
of most frequently listed personnel services—selection,

educational degree, age, sex, marital status, etc.—as
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assignment, orientation, in-service education of personnel,

response items for the second portion of the questionnaire
The seventeen areas listed in Van Zwoll's^were compiled.

study which he considered most relevant to the study of
ten main areas which he

used to evaluate personnel services were used as a guide to
formulate the questionnaire. The instrument was then sub
mitted to the dissertation committee for its recommendations
and approval. In Part I of the questionnaire, the committee
recommended dropping one variable regarding the respondents
plan to continue in the school system. In Part II of the
questionnaire, the committee recommended increasing the
scoring scale to include five choices with one choice
equivalent to no opinion. The committee also recommended
dropping two personnel service statements which appeared
repetitious.

The scoring scale for Part II of the questionnaire
was developed for the purpose of separating perceptual
responses of respondents into positive and negative classi
fications. The scale was formulated on a five-point

(1) Agree strongly, (2) Agree,continuum as follows:

169-71.

2Fawcett, 116-19.pp.

■'■Van Zwoll,

op. cit.,

personnel services and Fawcett's^

op. cit., pp.

teacher load, evaluation, promotion, rating, etc.—selected
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(3) Undecided, (4) Disagree, and (5) Disagree strongly.
On the left side margin of the questionnaire a convenient
recording space with numbers corresponding to the scoring
scale selections was provided each personnel service item.
The completed questionnaire comprised the front and re
verse side of a legal sized page with instructions for
each section.

Collection of the Data
In May of 1969, following approval of the instru

ment design by the dissertation committee, the survey
instrument was mailed out to the study population.

An initial introductory letter (Appendix C) from
the chairman of the dissertation study committee accompanied
by a letter (Appendix C) from the author requesting the
cooperation of each academy principal to assisting and en
couraging participation in the study were sent to respondent
schools one week prior to the mailing of the questionnaire.
It appeared expedient to involve the principal in the least
time consuming procedure possible but desirable to utilize
his office as the distribution and collection point for the
questionnaire.
mailing to each respondent, would hopefully elicit higher

The mailing of questionnaire packetsinterest in the study.
to each principal's office also minimized the expense factor

This method, in direct opposition to direct
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as opposed to individual mailings and in a measure expedited
the data-gathering process.

Packets of questionnaires for each school included
self-addressed return-postage package envelope fora

efficient return of completed questionnaires by the princi
pal 's office. Each individual questionnaire enclosed was
placed in an unsealed business size envelope accompanied
with a letter (Appendix C) of instructions to the re
spondent . The letter of information was designed to enlist
each respondent's cooperation; anonymity was assured by
requesting that the completed questionnaire be sealed in
the envelope provided and deposited in the principal's
office for return package mailing.

Three weeks after the packets were mailed to the
academies a letter (Appendix C) was sent to each principal
indicating progress in the collection of the data and ex
pressing appreciation for the cooperation exhibited.
Also accompanying this mailing was a letter from the General
Conference of SDA Department of Education which explained
to respondents that possible benefits for resident school
education could be derived from the study and requested
their cooperation in returning the questionnaire.

Forty-five days after the initial mailing of packets
to the schools all but seven of the questionnaire packets
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had been returned. The seven schools were then contacted
by telephone and encouraged to return the questionnaires.
Three hundred eighty-eight (63 percent) of the question
naires were eventually returned by respondents and thirty-
four (87 percent) of the schools participated in the
survey.

The 1969 Seventh-day Adventist Yearbook^ was used
to compile a listing of residence academies. In addition,
the number of questionnaires mailed to each academy was
based upon the Yearbook listing of employed classroom
personnel and principals. These listings of thirty-nine
residence schools in the United States included 573 class
room teaching personnel and 39 principals. Six hundred
twelve questionnaires were mailed to the thirty-nine
schools.

Treatment of Data
Several descriptive and statistical techniques were

used to arrive at conclusions regarding the data collected.
Six questions germane to the study were utilized to assist
in the descriptive narration of the findings and to empha-

and congruencies of teacher andsize the differences
principal perceptions of the objectives termed personnel

•^Seventh-day Adventist Yearbook, compiled and 
edited by the Office of Jesse 0. Gibson, Statistical 
Secretary (Washington, D.C.: Review and Herald Publishing 
Association, 1969).
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services. The questions were:

What personnel services do teachers and1.
principals perceive as needing improvement?

2. What personnel services do teachers and
principals perceive as not needing improvement?

3. What personnel services were ranked similarly
by teachers and principals?
What personnel services were ranked dis-4.
similarly by teachers and principals?

5. Are teachers and principals perceptions as
groups similar regarding the personnel
services?
What variables may have influenced the6.
perceptual responses of teachers and
principals?

Part I of the questionnaire, Variables, was placed
at the beginning of the questionnaire for the respondents
convenience in answering. When the data were analyzed,
Part II of the questionnaire was considered first.

Since the total population was administered the
questionnaire, a non-inferential statistic was employed as

The scoring scale was at thethe tool for measurement.
ordinal level of measurement; consequently a nonparametric
measure of central tendency was used. To assist in these
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measurements a degree of response rating was utilized to
rank the perceptual responses numerically from least to
most which had been derived from the questionnaire response
continuum of one to five.
accomplished by taking the continuum rating for each given
personnel service item, summing the responses from all
respondents, and dividing by the total number of respondents.
The rating which became a weighted average equal to a median
was used to distinguish appropriately the degree of ranking.

After determining the ranking for the perceptual
responses made by teachers and principals, they were
arranged in a table of rank-order for descriptive purposes
and availability for statistical utilization.

In considering question one (What personnel services
do teachers and principals perceive as needing improvement?)

(What personnel services do teachers and principalsand two

perceive as not needing improvement?) the perceptual re-
The ratings made bysponses were analyzed descriptively.

respondents to the questionnaire personnel service state
ments indicated agreement or disagreement with the personnel

When ranked as four place decimalservice item statements.
these median rating indications of agreement werenumerals

interpreted as satisfaction or no need for improvement;
disagreement was an indication of dissatisfaction or need

This ranking procedure was
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for improvement.

To determine descriptively conclusions to questions
three (What personnel services were ranked similarly by
teachers and principals?) and four (What personnel services
•were ranked dissimilarly by teachers and principals?) the
data computed for the previous questions were utilized.
The perceptual response scores or median ratings were
placed in ranked order and compared for each of the per-

The ranked data were then analyzedsonnel service items.
descriptively for similarity and dissimilarity.

In order to arrive at conclusions concerning
question five (Are teachers and principals perceptions as

The perceptuallative statistical measure was employed.
response rankings for both teachers and principals regarding
personnel services which were developed in the previous
considerations of data were compared statistically. To
compare these rankings for unequal size groups of teacher

4 S i d n ey Siegel, Nonparametric Statistics for the 
Behavioral Sciences (New York: McGraw-Hill Book Company, 
Inc., 1956), pp. 25-26: "With ordinal scaling, hypoth
eses can be tested by using that large group of nonpara
metric statistical tests which are sometimes called 
'order statistics' or 'ranking statistics.' Correlation 
coefficients based on ranking (e.g., the Spearman r s or

and principal perceptions the nonparametric statistic, 
Spearman Rank Correlation Coefficient4 (Rho), was used.

groups similar regarding the personnel services?) a corre-
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The coefficient found was then compared to the Spearman Rho

lation of teachers and principals was significant.
Question six (What variables may have influenced

the perceptual responses of teachers and principals?) was
considered statistically by utilizing another statistical

measure in the subgrouping of teacher and principal

perceptual responses according to variables. The infor
mation for these subgroupings was derived from the variables
listed in Part I of the questionnaire—highest educational
degree obtained, age bracket, marital status, years ofsex,
teaching or principalship experience, and number of years in
the present school. For this statistical analysis, a
statistic similar to Spearman Rank Correlation, the multiple

In previous measurements the correlation waswas used.
between two sets of rankings of a number of items. In this

rankings of a number of items were considered.

229.

measure of multiple variables the relation among several

Siegel^

the Kendall T) are appropriate. "
"It is a measure of association which requires that 

both variables be measured in at least an ordinal scale 
so that the objects or individuals under study may be 
ranked in two ordered series."

Table values to determine if the perceptual response re

variable statistic Kendall's Coefficient of Condordance:

^Siegel, op. cit., p. 

6Ibid.
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stated:

Kendall's Coefficient scores were derived from the
subgroupings of variables and a descriptive analysis of the
computed data was then developed.

Kendall's W scores may be readily converted to
Spearman' Rho^ scores for comparison purposes. The W scores
were converted and compared for descriptive analysis.

may be computed and used to measure the
test significance of the Kendall's W as a test statistic.
Chi Square was computed separately and the reliability of
associative relation among the variables was determined.

Chapter III includes a detailed discussion of
analysis and interpretations of the statistical data.

Whereas r s and T express the degree of association 
between two variables measured in, or transformed to, 
ranks, W expresses the degree of association among k 
such variables. Such a measure may be particularly 
useful in studies of interjudge or interest reli
ability, and also has applications in studies of 
clusters of variables.

Chi Square®

^George A. Fergerson, Statistical Analysis in 
Psychology and Education (New York: McGraw Hill Book 
Company, Inc., 1966), p. 227.

8Ibid., p. 228.



CHAPTER III

PRESENTATION AND ANALYSIS OF DATA

Introduction
This chapter is devoted to a discussion of the

analysis and interpretation of the statistical computations
as outlined in Chapter II.

The six questions as indicated in Chapter II re
garding teacher and principal perceptions of the personnel
services surveyed were utilized to assist in a descriptive
and statistical analysis of data.

What personnel services do teachers and1.
principals perceive as needing improvement?
What personnel services do teachers and2.
principals perceive as not needing
improvement?
What personnel services were ranked similarly3.
by teachers and principals?
What personnel services were ranked dis-4.
similarly by teachers and principals?
Are teachers and principals perceptions as5.
groups similar regarding the personnel
services?

65



66
6. What variables may have influenced the

perceptual responses of teachers and
principals?

The descriptive and statistical analysis of data
as discussed in Chapter II was employed to arrive at
numerical rankings regarding the teacher and principal
perceptions as related to selected staff personnel services
of the Seventh-day Adventist secondary residence academies
in the United States.

Presentation of Data
Data were gathered by questionnaire from thirty-

Six hundred and twelve questionnaires were mailed and three
hundred eighty-eight (63.4 percent) returned. Twenty-one
respondents failed to appropriately identify themselves as
teachers or principals; these questionnaires were not usable.
Sixty percent of the teachers and fifty-nine percent of the
principals responded to the survey.

Each item for all questionnaire responses was trans
ferred to computer keypunch cards in order to facilitate

These item information cardstabulation and computation.

University of Alabama Computer Center.
were programmed for computer analysis and processed at the

nine academies during the months of May and June, 1969.
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Personnel service items from Part II of the
questionnaire were listed in Table 1 to facilitate statis
tical computation and analysis. Descriptive and statistical
analysis of data regarding these personnel service items is
referred to by item number hereafter regardless of the
numerical sequence in which used.

TABLE 1

PERSONNEL SERVICES—PART II OF QUESTIONNAIRE

Personnel Service

9.

10.

11.

12.

13.

14.

15.

16.

Item 
Number

Teachers influence the selection of teaching 
material and equipment used in school.

Teachers influence planning of the curriculum for 
the school.

Friendly, cooperative, and professional attitudes 
exist on the part of staff members.

Teachers participate in the planning of faculty 
meeting agenda.

Teachers are provided secretarial and clerical 
services when needed.

Acceptable physical working conditions are pro
vided for personal comfort and health of the 
staff.

Beginning teachers are given lighter teaching 
loads and assignments.

Teachers are provided with adequate equipment and 
supplies.
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TABLE 1—Continued

Personnel Service
17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

Item Number

Administrators back the teachers in conflicts with 
pupils and/or parents.

The principal has time to devote to instructional 
leadership.

Teachers are provided with adequate contact with 
pupils during the day.

A cooperative and appreciative parental attitude 
exists.
Class size is not too large for the type of subject 
taught.
Teachers receive administrative cooperation and 
assistance.

Adequate sick and emergency leave policies are 
provided.
The school has a practical written educational 
philosophy.
The school has acceptable written personnel 
policies.
Teachers are not burdened with too many extra
curricular activities.

The staff is paid on a just and adequate salary 
plan.

A conveniently located audio visual storage and 
materials center is provided.

In-service programs are provided that interest and 
stimulate the staff professionally.
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TABLE 1—Continued

Personnel Service
30.

31.

32. Administrators are aware of teachers' problems.
33.

34.

35.

36.

37.

A courteous and respectful pupil attitude exists.38.
39.

The teachers and principals perceptual response

ratings of Personnel Services, Part II of the questionnaire,

venience of statistical analysis.

Item 
Number

Professional staff members are secure from un
warranted dismissal or transfer.

The school organization has an acceptable retire
ment plan.

Administrators are courteous and considerate of 
teachers.

A teacher is assigned to teaching areas in which 
he is prepared and interested.
Through financial assistance the staff is urged 
to keep current in practice and theory by advanced 
study and research.

Communication channels between teachers and 
administrators are open and effective.
Teachers are recognized for exceptional contri
bution and service rendered.

Administrators have confidence in the ability and 
integrity of the staff.

were considered first in the treatment of data for con-
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These weighted-average or median response ratings

derived from the questionnaire scoring scale are displayed
numerically as computed for each of the personnel service
items (Table 2) .

TABLE 2

MEDIAN RATINGS AND RANKINGS OF PERSONNEL SERVICE
ITEMS BY TEACHERS AND PRINCIPALS

RankRank

1.9565 51.8924 19
1.9565 61.9680 310

75 2.00002.052311
87 2.00002.072712

1.6522 182.072713
2.0000 921.901214
1.8261 2102.238415
2.0870 12112.244216
2.0870 13122.296517
2.1304 14132.302318
2.1739 15142.308119

15 2.1739 162.331420
2.173916 172.392421
2.173917 1822 2.4186

Personnel
Service Item

Teacher
Median Rating

Principal
Median Rating
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TABLE 2—Continued

Rank Rank

2.4593 18 2.217423 19
2.4884 20 2.2609 2024
2.5465 2.3043 2125 21

22 1.9130 326 2.5669
2.3478 22232.639527
2.3478 23428 2.0000

242.52172429 2.6424
252.60872530 2.6715
262.69572631 2.7384
272.73913.0552 2732
282.7826283.223833
41.913062.069834

2.8696 29293.363435
2.0000 1092.223836
3.0435 30303.424437
3.2174 31313.430238
2.0435 11192.473839

344; Number of principals. 23.Number of teachers,

Spearman's Rho = 0.8127 @ 29 degrees of freedom.

Personnel
Service Item

Teacher
Median Rating

Principal 
Median Rating
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These ratings were then ranked numerically-

according to the size of the median response to each per
sonnel service item as indicated by the teachers and
principals (Table 2).

The perceptual response data derived were used to
describe and interpret questions one through four.

Information for questions one and t-wo was derived
from the compiled data ratings (Table 2) . In Part II of

the questionnaire the Scoring Scale had a scoring range

from one to five. The number 3.0, undecided response,

became the midpoint of the scale.

two on the scoring scale indicated agreement while numbers

four and five denoted disagreement. The weighted-average

or median of the summed responses was utilized for the

purpose of analysis and interpretation of data relative to

questions one and two.

Question 1.—What personnel services do teachers

and principals perceive needing improvement?

Five items needing improvement were listed by teachers:

Administrators are aware of teacher's32.
problems (3.0552).
Professional staff members are secure from33.
unwarranted dismissal or transfer (3.2238).

Thus, numbers one and
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35. Teachers are recognized for exceptional

contribution and service rendered (3.3634).

37. Through financial assistance the staff is

urged to keep current in practice and theory

by advanced study and research (3.4244).

38. A courteous and respectful pupil attitude

exists (3.4302).

The principals listed two items needing improvement:

Through financial assistance the staff is37.

urged to keep current in practice and theory
by advanced study and research (3.0435) .
A courteous and respectful pupil attitude38.
exists (3.2174).

The teacher and principal response ratings indi
cated only five of the personnel service items were in need

The dissatisfaction items were found aboveof improvement.
the 3.0 level; they did not however, reach the 4.0 range
which would indicate a less vigorous dissatisfaction tendency

Of thein the responses of both teachers and principals.
five dissatisfaction items rated needing improvement teachers
indicated each of the five items; principals indicated only
two of the five listed.
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Question 2.—What personnel service items do

teachers and principals perceive as not needing improvement?

There were twenty-six personnel service items below

the median 3.0 seen by teachers and principals as not

needing improvement.

Acceptable physical working conditions9.

are provided for the personal comfort and

health of the staff.

Teachers are provided secretarial and10.
clerical services when needed.
Teachers are provided with adequate equip-11.
ment and supplies.

Friendly, cooperative, and professional12.
attitudes exist on the part of staff members.
Beginning teachers are given lighter teaching13.
loads and assignments.
Teachers participate in the planning of14.
faculty meeting agenda.
Teachers influence planning of the curriculum15.
for the school.
Teachers influence the selection of teaching16.
materials and equipment used in school.
In-service programs are provided that interest17.
and stimulate the staff professionally.
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18. The staff is paid on a just and adequate

salary plan.
19. Adequate sick and emergency leave policies

are provided.
20. The school has a practical written edu

cational philosophy.
The school has acceptable written personnel21.
policies.
Teachers are not burdened with too many22.
extracurricular activities.
Teachers are provided with adequate contact23.
with pupils during the day.
A conveniently located audio visual storage24.
and materials center is provided.
A cooperative and appreciative parental25.
attitude exists.
Class size is not too large for the type of26.
subj ect taught.
Teachers receive administrative cooperation27.
and assistance.
The principal has time to devote to instruc-28.
tional leadership.
Administrators back the teachers in conflicts29.
with pupils and/or parents.
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30. Administrators have confidence in the
ability and integrity of the staff.

31. Administrators are courteous and considerate
of teachers.

34. Communication channels between teachers and
administrators are open and effective.

36. A teacher is assigned to teaching areas in
which he is prepared and interested.
The school organization has an acceptable39.
retirement plan.

A concentration of extreme satisfaction items,

however, were found below 2.0 in the median rating range of

Teacher's responses indicated three personnelresponses.

service items in this most satisfied response area. Those

items not needing improvement listed by teachers were:

Acceptable physical working conditions are9.
provided for the personal comfort and health
of the staff (1.8924).
Teachers are provided secretarial and10.
clerical services when needed (1.9680).

14. Teachers participate in the planning of
faculty meeting agenda (1.9012).

Principal1s responses indicated six personnel
service items below the 2.0 level in this extreme satis-

These items not needing improvement listedfaction range.
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by principals follow:

9. Acceptable physical working conditions

are provided for the personal comfort and

health of the staff (1.9565).

10. Teachers are provided secretarial and
clerical services when needed (1.9569).
Teachers are provided with adequate equip-13.

ment and supplies (1.6522).

Teachers influence planning of the curriculum15.

for the school (1.8261).
Class size is not too large for the type26.
of subject taught (1.9130).
Communication channels between teachers and34.

administrators are open and effective (1.9130).

The perceptual ratings of personnel service items by

teachers indicated that they tended to rate more items

needing improvement and less items not needing improvement

The teachers were less satisfied withthan did principals.

the personnel services than were principals. On the other

Although neitherthe personnel services than principals.

group indicated strong dissatisfactions, both groups did

indicate strong satisfactions.

end of the continuum, teachers were more dissatisfied with
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In considering questions three and four the ranked

data from Table 2 were utilized.

Question 3.—What personnel services were ranked

similarly by teachers and principals?

The ranked data (Table 2) indicated that a large

number of the personnel service items were ranked similarly

by teachers and principals. By comparing rankings of each

personnel service item, twenty-five items were found similar

within a five point range. This five point range was arbi

trarily selected as a reasonable point to differentiate

the ranking—similar and dissimilar.

The personnel service items ranked similarly were:

Acceptable physical9.

provided for the personal
comfort and health of the

51staff.
Teachers are provided10.

secretarial and clerical

6services when needed. 3

Teachers are provided with11.

adequate equipment and

supplies. 5 7

Teachers
Rank

Principals 
Rank

working conditions are
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12. Friendly, cooperative, and

professional attitudes exist

on the part of staff members. 7 8

16. Teachers influence the se

lection of teaching materials

and equipment used in school. 11 12
17. In-service programs are pro

vided that interest and
stimulate the staff profes-

12 12sionally.
18. The staff is paid on a just

1413and adequate salary plan.
Adequate sick and emergency19.

14 15leave policies are provided.
The school has a practical20.
written educational philosophy. 15 16
The school has acceptable21.

16 17written personnel policies.
Teachers are not burdened22.
with too many extracurricular

17 18activities.

Principals 
Rank

Teachers 
Rank
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23. Teachers are provided with

adequate contact with pupils

during the day. 18 19

24. A conveniently located audio

visual storage and materials

center is provided. 20 20

25. A cooperative and appre

ciative parental attitude

exists. 2121

27. Teachers receive adminis

trative cooperation and

22assistance. 23

29. Administrators back the
teachers in conflicts with
pupils and/or parents. 2424

Administrators have confi-30.

dence in the ability and

25 25integrity of the staff.

Administrators are courteous31.

26 26and considerate of teachers.
Administrators are aware of32.

27 27teacher's problems.

Professional staff members33.

28dismissal or transfer. 28

Teachers 
Rank

Principals 
Rank

are secure from unwarranted
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34. Communication channels
between teachers and
administrators are open
and effective. 6 4

35. Teachers are recognized

for exceptional contri

bution and service rendered. 29 29
A teacher is assigned to36.
teaching areas in which he

9 10is prepared and interested.
Through financial assistance37.
the staff is urged to keep

current in practice and

theory by advanced study

3030and research.

A courteous and respectful38.
3131pupil attitude exists.

Question 4.—What personnel services were ranked
dissimilarly by teachers and principals?

There were a total of six personnel service items

five point range of difference between the item ranks.

Teachers 
Rank

Principals 
Rank

seen dissimilar by the respondent groups in excess of a
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Although these six items were only one-fifth the total

personnel service items, due to numerical size between

ranks these items appeared indicative of significant

dissimilarity areas. The dissimilary ranked items are

listed as follows:

13. Beginning teachers are given

lighter teaching loads and

8 1assignments.
14. Teachers participate in the

planning of faculty meeting
92agenda.

15. Teachers influence planning
of the curriculum for the

210school.
Class size is not too large26.
for the type of subject

322taught.
The principals has time to28.
devote to instructional

234leadership.
39. The school organization has

19 11

Teachers 
Rank

Principals 
Rank

an acceptable retirement plan.
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A trend indicative of position held was observed

from the dissimilar rankings of personnel service items by

teachers and principals.

Principals ranked four of the six dissimilar items

somewhat more favorable than did teachers. There was de
cided group oriented difference between the group rankings.
The principals indicated by higher rankings that beginning
teachers were given lighter loads, teachers influenced
planning of the curriculum, class size was not too large.
and the school had an acceptable retirement plan.

Teachers differed greatly with the principal's
position by ranking much lower these four personnel service

Conversely, teachers indicated that teachers partic-items.

ipated in planning the faculty agenda and that the principal

has time to devote to instructional leadership by ranking

these personnel service items dissimilarly higher as com

pared to principals lower ranking of the same items.

There appeared to be a definite connection between

the group relation to a personnel service item and the

dissimilarity seen.

For further comparison if the numerical sizes of

the average rating or median are considered rather than the

rank ordering of the items, teachers rated twenty-eight of

the thirty-one personnel services less acceptable than did
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principals.

services appearing on the questionnaire than did the
principals.

The descriptive delineations derived from infor
mation to questions one through four of teacher and
principal perceptions of personnel services revealed con
siderable agreement for items needing and not needing
improvement. Likewise, teachers and principals ranked many
more personnel service items similarly than dissimilarly.

Question five was related to the statistical
correlation of similarity between the group responses.

Question 5.—Are teachers and principals per
ceptions as groups similar regarding the personnel services?

The ranked data previously assembled to analyze
descriptively the first four questions and Table 3 were
utilized for the statistical analysis.

was employed as the statisticalformula 1-

rankings between the two groups—teachers and principals.
Each personnel service item ranking (Table 3) was statis
tically correlated by computer.

The Spearmans Rank Correlation Coefficient (Rho)
6ED2 

N(N2_ 1) 
instrument to measure the correlation of perceptual response

saw more need for improvement of the particular personnel
This would indicate that teachers as a group
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TABLE 3

SPEARMAN RANK-ORDER CORRELATION, TEACHER AND PRINCIPAL

PERCEPTIONS OF PERSONNEL SERVICES

59 4 161
3 910 3 6

47 211 5
8 1112 7

49713 18
497914 2

8 64215 10
111216 11
111317 12
111418 13
11151419

1 1161520
1 1171621

118 122 17
111923 18
002024 20
0025 2121

3613 1926 22

Personnel 
Service Item

Teachers
Rank

Principals 
Rank

Difference
(D)

Difference
(D2)
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TABLE 3—Continued

27 23 22 1 1
36123 1928 4

024 029 24
0 0252530
0 0262631

002732 27
00282833
424634

0 02935 29
111036 9
003037 30
003138 31

6481139 19

= 1

= 1

Personnel
Service Item

Teachers
Rank

Principals 
Rank

= + .8127 (computer 
computation)

Difference
(D)

Difference
(D2)

6 P2
N(N2-1)

6(992)
31 (961-1)

2D2 = 992
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The Spearman Rank Correlation computation revealed

a statistical correlation coefficient of .8127 (with 29

degrees of freedom) between the teacher and principal

perceptual group ranking of personnel service items. The

coefficient relationship was found significant at the .001

level of confidence (0.448) which indicates a high degree

of similarity between the groups. A coefficient of this

level appears to be substantial statistical evidence that

perceptions of the teachers and principals of SDA residence

schools are similar regarding the personnel services.

In order to arrive at interpretative conclusions

regarding question six further statistical measures were

utilized.

Question 6.—What variables may have influenced
the perceptual responses of teachers and principals?

correlation between two sets of rankings, but the corre
lation of variables from Part I of the questionnaire was a
measure of the relation among several rankings of the

The variables for this section of themultiple variables.
questionnaire were (1) highest educational degree obtained,

(4) marital status, (5) position(2) age bracket,

(6) teachers years teaching experience, (7) prin-now held,

cipals years principalship experience, and (8) years

The previous correlation for question five was a

(3) sex,



88

employed in.this school.

The Kendall Coefficient of Concordance: W was used

to express the association among the several variables

within each variable question area under consideration.

Computation of Kendall1 s Coefficient W scores as noted in

Chapter II is simpler than computing numerous sets of two

rank correlation coefficients and it bears a linear re

lation to the average correlations taken over all groups.

The Kendall's Coefficient W was applicable to the inter

judge and interest reliability factors that were related to

effect variables may have had upon perceptual responsesthe

of teachers and principals in this study.
Kendall's Coefficient W scores are derived on a

continuum from zero to plus one and have a numerical
significance level similar to Spearman's Rank Correlation

Interpretation of the W scores for thisCoefficient (Rho).
study was arbitrarily set to consider scores above 0.50 as

There has been no attempt toassociatively influencing.
distinguish between variables within the multiple variable

Rho Tablethe several variables within each question area.

In the use of nonparametric statistics for per

ceptual type studies Siegel stated:

The Kendall coefficient of concordance W measures the

values were used to indicate W score significance.

sets, but rather to express the associative influence among
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Fergerson stated that:

-N)

used to indicate the correlative association of thewas
variables.

The variables for this section of the study were
listed under Part I of the questionnaire (Table 4) and
statistical results from W score computations derived from

W scores revealed thatKendall's Coefficient of Concordance:
the variables of sex and position held appeared to be rela-

Academic degree.tively strong influencing variables.
marital status, and years employed in this school also
appeared as influencing variables but somewhat of a lesser

The Kendall's Concordance W formula 
S

extent of association among (k) sets of rankings 
of N entities. It is useful in determining the 
agreement among several judges of the association 
among three or more variables. It has special 
applications in providing a standard method of 
ordering entities according to concensus when 
there is available no objective order of the 
entities.1

W = --------
-^2 k2(N3

op. cit., p. 13.

An ordinal variable is a property defined by an 
operation which permits the rank ordering of the 
members of a group; that is, not only are state
ments of equality and difference possible, but also 
statements of the kind greater than or less than. 
Statements about the equality of differences between 
members or the number of times one member is greater 
than or less than another are not possible. 2

■'■Siegel, op. cit. , p. 239. 
^Fergerson,
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degree (Table 5). These variables that indicated W

Variable 5.—Position held (0.882) .

Variable 3.—Sex (0.866).

Variable 8.—Number of years employed

in this school (0.586).

Variable 4.—Marital status (0.583).

Variable 1.—Academic degree (0.578).

Although the variable number of years employed in

this school did appear as a substantial influencing variable

the size of the coefficient may have been influenced by a

slight bias that was introduced with the statistical calcu
lation where respondents were directed to write in the
number of years employed in this school. For calculation
purposes nine was the largest number read into the computer
on this item, thus creating a slight bias in equating
Kendall1 s Coefficient W scores for this variable. However,
this would not have greatly altered the Kendall's Coefficient
W scores either direction since only thirty-one numbers were
affected.

In this study respondent age exhibited no influence

as a variable. Neither did teachers years of teaching
experience nor principals years of principalship experience
appear as influencing variables. These variables that

scores above 0.50 were:
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TABLE 5

MULTIPLE VARIABLES, PART I OF QUESTIONNAIRE
KENDALL'S CONCORDANCE W; CONVERTED TO SPEARMAN'S RHO;

CHI SQUARE COMPUTED SEPARATELY

RHO = 0.4371 W = 0.578 CHI = 69. 33
55.36RHO = 0.211 CHI =2 W = 0.369
52.62RHO = 0.754 CHI =3 W = 0.877
69.92RHO = 0.444 CHI =4 W = 0.583
52.93RHO = 0.764 CHI =5 W = 0.882
54.98RHO = 0.208 CHI =6 W = 0.367
51.31RHO = 0.178 CHI =7 W = 0.342

CHI = 157.75RHO = 0.5328 W = 0.584

Chi Square 
Scores

Questionnaire 
Variables

Kendall's W
Scores

Spearman's Rho
Scores

Degrees of freedom = 30
Spearman's Rho, .01 level of confidence 0.432.
Chi Square, .01 level of confidence 50.89.
W scores were considered influencing above 0.50.
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Variable 2. —Age (0.396) .
Variable 6.—Teachers years of teaching

experience (0.365).
Variable 7.—Principals years of principal

ship experience (0.345).

The most associative influences upon respondent

perceptions were position held and sex. The number of

years in this school, marital status, and academic degree
also exhibited W scores which indicated influences affecting
respondent perceptions.

ThereAll the principals in the study were men.
were 236 men teachers and 108 women teachers—approximately

male teachers.
There was a large difference between the influencing

W score for number of years in this school and the two non

experience.
Further statistical measures were employed to check

reliability and measure the test significance of Kendall's

Coefficient W, the test statistic for the multiple variables.

For comparison purposes Kendall's Coefficient W

scores may be converted to Spearman's Rho scores. By using

influencing W scores for teachers and principals years of

indicated W scores below 0.50 were:

sixty-eight percent of the teacher study population were
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Spearman's conversion formula the W scores

were

average value found. This average of Rho is related to w.

By using the Spearman Rho Table value each coefficient

was compared at 30 degrees of freedom and the .01 level of

confidence (0.432). The variable numbers one, three, four,

five, and eight were found significant, confirming the W

score associative correlation (Table 5) .

Chi Square may be computed to test the significance

of the Kendall's W test. Chi Square was computed separately

to measure the test significance of W the test statistic

The Chi testlevel of significance.

compared with the Chi Table value and variables

were found significant with 30

degrees of freedom at the .01 level of confidence (50.89).

This significance level of the Chi Square coefficients

determined the associative relation of W scores among the

several variables reliable (Table 5) .

Xused to test the test statistic W was

To be significant at the .01 level the Chi Table

value indicated that scores must reach the numerical level

of 50.89. Chi scores obtained for variable question one

through eight exceeded this level.

The Chi formula 
s2 = _ 

-J— KN(N-l) 
12

for each question area
value was
which had indicated a

= KW-1
K-l

calculated between possible pairs of ranks and the
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The findings from data tested in this study indi

cated that significance levels of coefficients were due to

something besides chance. The correlation coefficients for

items from the questionnaire indicated that most of the

questions and the personnel service statements were of

significant value to the study.



CHAPTER IV

AND RECOMMENDATIONS

This study was conducted to determine the per

ceptions of teachers and principals of staff personnel

services in Seventh-day Adventist secondary residence

schools in the United States.

Following the review of statistical computations

of data gathered from the study population by questionnaire,

conclusions were drawn and implications inherent to the

study were indicated. No attempt was made to compare the

findings from these data to other populations.

Summary

The study was designed to elicit perceptions from

teachers and principals regarding staff personnel services,

to determine the influences of certain associative variables,

and to design

ceptual responses which would assess their correlative value
relationships.

The study was developed from a thorough review of
literature relevant to staff personnel services and

96

an instrument of measurement for these per-

SUMMARY, FINDINGS AND CONCLUSIONS, IMPLICATIONS,
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associative variables. Those personnel service areas most

questionnaire of personnel service item statements used

as the survey instrument. Thirty-nine items were contained

in the questionnaire of which the first eight were variables

considered in Part I of the two-part questionnaire, thus

leaving thirty-one personnel service items (Table 1) in the

second part.

The variables were utilized in the study to ascer

tain if professional and personal characteristics, both

cognitive and affective, influence perceptual responses of

teachers and principals regarding the personnel service

items surveyed (Table 5) .

The personnel service item responses were tabulated
and computed statistically for correlation purposes.

The questionnaires were sent to the teaching staff
and principals of the SDA secondary residence academies in
the United States. The total population surveyed included
573 classroom teachers and 39 principals. Three hundred

for computation purposes. Responses to the questionnaire
items were placed on computer keypunch cards and programmed
for descriptive and statistical utilization. Analysis of

the data derived statistically were described and inter

preted in relation to six main questions:

frequently found in literature were incorporated into a

eighty—eight returns were received of which 367 were usable
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1. What personnel services do teachers and

principals perceive as needing improvement?
2. What personnel services do teachers and

principals perceive as not needing improve
ment?

3. What personnel services were ranked similarly

by teachers and principals?

4. What personnel services were ranked dis
similarly by teachers and principals?

5. Are teachers and principals perceptions as

groups similar regarding the personnel

services?

What variables may have influenced the per-6.

ceptual responses of teachers and principals?

Findings and Conclusions

The following findings of the study were drawn from

analysis of data relative to the teacher and principal

perceptions of staff personnel services as derived from the

questionnaires.

The first two questions were concerned with identi
fication of personnel services perceived by teachers and
principals as needing or not needing improvement.

Question 1.—What personnel services do teachers
and principals perceive as needing improvement?
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Comparison of median ratings for each personnel

service revealed that teachers were concerned with im

provement of the personnel services to a greater extent

than were the principals. Teachers indicated need for

improvement in administrator's awareness of teacher

transfer of professional staff members; more recognition

of teachers for exceptional contribution and service

rendered; encouragement of the staff through financial

assistance to keep current in practice and theory by

courteous and respectful student attitude.

The principals indicated only two personnel

services as needing improvement. They listed the need to

encourage the staff through financial assistance to keep

current in practice and theory by advanced study and re-

and the desire for a more courteous and respectfulsearch,

student attitude.

As observed teachers and principals rated a small

number of the total personnel services as needing improve-

Principals rated fewer personnel services needingment.
improvement than did the teachers.

Question 2.—What personnel services do teachers and
not needing improvement?principals perceive as

advanced study and research; and the desire for a more

problems; more security from unwarranted dismissal or
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There were twenty-six personnel service items

listed by teachers and principals as not needing improve

ment. However, by isolating those personnel service items

representing extreme satisfactions which were found at the

lower end of the rating continuum, teachers listed three

personnel service items and principals listed six items.

Teachers indicated they were most satisfied with

the acceptable physical working conditions provided for the

personal comfort and health of the staff; the secretarial

and clerical services provided teachers when needed; and

their participation in planning of the faculty meeting

agenda.

The principals indicated they were most satisfied

with acceptable physical working conditions provided for the

personal comfort and health of the staff; the secretarial

and clerical services provided teachers when needed; the

lighter teaching loads and assignments given beginning

teachers; teachers' influence in planning of the curriculum

for the school; the class size adjusted to the subject

taught;, and the open and effective communication channels

between teachers and administrators.

Teachers and principals ratings of the personnel

services not needing improvement indicated they considered

There was amost of the personnel services satisfactory.

definite pattern of perceptual conformity indicated through
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comparison of the personnel services teachers and prin

cipals perceived as needing and not needing improvement.

In both instances the t-wo groups rated several of the

personnel service items in the Conclusionssame manner.

may be drawn from the ratings that for the greater part

personnel services were perceived by teachers and principals

satisfactory and not needing improvement.as

Questions three and four were concerned with the

similarity and dissimilarity of personnel services as ranked-

in-order by teachers and principals responses.

Question 3.—What personnel services were ranked

similarly by teachers and principals?

Information obtained from the questionnaire, ranked

and analyzed descriptively, revealed that teachers and

principals perceived to

Teachers and principals ranked similarlyservices similarly.

twenty-five of the thirty-one personnel service item state

ments.

The similarity of personnel services was more

clearly revealed through observation of those service items

Question 4.—What personnel services were ranked

dissimilarly by teachers and principals?

a great degree most of the personnel

There were six personnel service items seen

that were perceived dissimilarly.
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dissimilarly by the teachers and principals.

Principals indicated that beginning teachers were

given lighter teaching loads and assignments—teachers

disagreed with this position.

Principals indicated that teachers influence

planning of the curriculum for the school to a great extent—
teachers indicated they did not influence curriculum
planning enough.

Principals said that class size was not too large as

related to the subject taught—teachers indicated that class

size definitely needed reduction.

Principals indicated that the school organization

had an acceptable retirement plan—teachers indicated they

thought benefits should be increased.

Teachers indicated that they participated adequately

in the planning of the faculty meeting agenda—principals

indicated that teachers did not participate enough in

planning the agenda.

Teachers indicated that principals had ample time to

great need for more time to devote to instructional leader

ship.

The dissimilarity rankings revealed that principals

perceived the personnel service items in a more positive

Consequently, themanner or as being more acceptably met.

devote to instructional leadership—principals indicated a
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conclusion may be formulated that the smaller number of

dissimilar rankings of personnel services by teachers and

principals is indicative of major similarities in their

perceptions.

For question five the rankings given personnel

services by teachers and principals were further tested

for group similarity by computing statistically correlation

coefficient values.

Question 5.—Are teachers and principals perceptions

To ascertain if the perceptual responses of the two
main groups were similar the median ranked data were
statistically correlated. The Spearman's Rank Correlation

coefficient.

A Spearman's Coefficient (Rho) of .81 was obtained

which indicated significance at the .001 level of confidence.

Therefore, it is safe to conclude that of the population

similar regarding basic staff personnel services as identi

fied with the residence schools.

Variables from Part I of the questionnaire—academic

experience as teachers and as principals, and years employed

studied teachers and principals group perceptions are

Coefficient formula was used to compute this correlation

as groups similar regarding the personnel services?

degree, age, sex, marital status, position held, years of
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in present school—were considered in question six.

Question 6.—What variables may have influenced

the perceptual responses of teachers and principals?

have influenced the perceptual responses of teachers and

principals. For the correlation of variables the measure

of relation among each multiple variable was sought.

Kendall's Coefficient of Concordance W, a multiple variable

used to express this interrelated asso

ciation among variables. The associative interrelationship

indicated positive or negative correlation influence. The

variables, position held and sex, were the strongest in

fluencing variables; number of years employed in this

The non-influencing variablesvariables to a lesser degree.

teachers' and principals' years of experience.were age,

Kendall's W scores were further converted statis

tically to Spearman's Rho scores for comparison purposes.

The Rho test confirmed Kendall's W test results.

The Chi Square test was computed separately and used

to test the significance of Kendall's Coefficient W as a

multiple variable test statistic. The Chi test confirmed

at the .01 level that W score significance was not due to

chance.

Question six was concerned with variables that may

test statistic, was

school, marital status, and academic degree were influencing
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In conclusion, findings indicated that teachers

perceived the personnel services as needing more improve

ment than did principals, while principals consistently

ranked more personnel services at a higher satisfaction

level than did teachers. Primarily when disagreement

appeared between the teacher and principal rankings, the

ranked difference was large, whereas similarities were

The personnel services seen most favorablemost congruous.

unfavorable by either group tended to reflect the statusor

were seen most similar by teachers and principals.

Implications

com-

could be indicative of certain influences in the significant

munity-like, cooperative work-relations atmosphere sur

rounding the staff, the basic similarity of religious and 

educational concepts, and the desire on behalf of personnel 

to be associated with the residence school societal complex,

There appears to be some congruencies and in

congruencies peculiarly relevant to societal mores of the 

personnel relationships in the residence school which in-

It would appear logical that thefluence perceptual indices.

rural to urban location of the residence schools, the

or position held by the members of that group.

Therefore, conclusions to this study as viewed from

an overall perspective are that staff personnel services
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correlations regarding staff personnel services. Further,

the residence academies, being predominantly staffed by

men, may be indicative of some congruencies or incon

gruencies in the satisfaction and similarity levels germane

to the study.

Recommendations

The following recommendations for more intensive

investigation in the area of extreme personnel service

differences in the residence academies are based on in

sights gained through this study:

That those differences in perceptual1.

responses centering primarily around items

having to do with functions of the position

of teachers or principals be explored.

That those differences in personnel services2.

related to effective communication channels

between teachers and principals be further

studied.
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TABLE 6

SCHOOL NAME AND LOCATION, QUESTIONNAIRES

SENT AND RECEIVED

School Name Location

Adelphian Academy 15Holly, Michigan 11
Auburn Academy 26Auburn, Washington

5Lumberton, Mississippi 11

1725Hamburg, Pennsylvania
1515Broadview Academy La Fox, Illinois
22Campion Academy 22Loveland, Colorado
14Cedar Lake Academy 14Cedar Lake, Michigan

Columbia, Academy
1316

79Enterprise Academy Enterprise, Kansas

19 11Forest Lake Academy Maitland, Florida
Garden State Academy 810

1316Gem State Academy Caldwell, Idaho

1113Calhoun, Georgia
7Highland Academy 11Portland, Tennessee

Hagerstown, Maryland 12
Highland View 
Academy

Georgia-Cumberland
Academy

Blue Mountain 
Academy

Bass Memorial 
Academy

Tranquility,
New Jersey

Battle Ground, 
Washington

QuestionnairesSent Rec'd
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TABLE 6—Continued

School Name Location

15 15Indiana Academy

611Jefferson Academy Jefferson, Texas
1421Laurelwood Academy Gaston, Oregon

16Maplewood Academy Hutchinson, Minnesota

17Milo Academy 20Milo, Oregon
Monterey Bay Academy

1220

811Mount Ellis Academy

Mount Pisgah Academy
1011

1020Mount Vernon Academy Mount Vernon, Ohio

Newbury Park Academy
1618

816Oak Park Academy Nevada, Iowa

1111Ozark Academy Gentry, Arkansas

Pine Forge Academy
10

1420

815Shelton, Nebraska
Rio Lindo Academy 1925

New Braintree, 
Massachusetts

Pioneer Valley 
Academy

Platte Valle 
Academy

Healdsburg, 
California

Pine Forge, 
Pennsylvania

Newbury Park, 
California

Candler, North
Carolina

Watsonville,
California

Questionnaires
Sent Rec'd

Bozeman, Montana

Cicero, Indiana



no

TABLE 6—Continued

School Name Location

Sandia View Academy-
13 9

18 9New Market, Virginia

1012Harvey, North Dakota
113Sunnydale Academy Centralia, Missouri

Thunderbird Academy 17Scottsdale, Arizona

1419Spangle, Washington

99Weslaco, Texas

1215Wisconsin Academy Columbus, Wisconsin

388612TOTAL

*Received 5 questionnaires late—not included.

Sheyenne River 
Academy

Shenandoah Valley 
Academy

Valley Grande 
Academy

Upper Columbia 
Academy

Corrales, Nev;
Mexico

Questionnaires
Sent Rec'd
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QUESTIONNAIRE
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GENERAL DIRECTIONS

PART I - BACKGROUND INFORMATION OF VARIABLES

11. Highest degree obtained:

4 Six year1 No degree Bachelor's 3 Master's2

22. Age bracket:

56-or older546-55436-452 26-35 3

33. FemaleSex: Male 21

Divorced3 Widowed 444. MarriedMarital status: Single 21

2 Principal55. Position now held: Teacher1

66. Teachers—total teaching experience including this year:

5 Over 20 yrs.11-20 yrs.41 lyr. 3 4-10 yrs.2 2-3 yrs.

77. Principals—total principalship experience including this year:

5 Over 20 yrs.11-20 yrs.41 1 yr. 3 4-10 yrs.2

IZ•UBjd luatuaapaa aiqmdaooB ub SBq uoi;bziub3.io jooqos aqj, 89’68

I8 Zk’88 S•s;sixa apnqpiB pdnd pipjoadsaj puB snoaianoo y

I’18 8 Z3 k

Z I‘98 8S k

‘98 9 18 Z

•paisaaaiui
ipua paundaad st aq qoiqM ui sbbjb Suiqasa; o; pauSisss st aaqana; y

IDIRECTIONS: Indicate your response to each question below by circling the appropriate 
number beside the response.

After completing this questionnaire place it in the envelope provided, seal the envelope 
sand return it to the principal's office where all responses will be mailed back in one package.

Your responses to this questionnaire will be processed by a computer and your individual 
cor school identity will not be known. Responses from all SDA residence academies in the 
I United States will be tabulated and analyzed as a group.

•paaapuaa
aaiAaas pun uotqnqiaruoo reuondaaxa joj pazruSooaa ojb saaqasaj.

'qaauasaJ puB Xpnqs paouBApB Xq Lioaqi puB aopoBad 
ui luajano daaq o; paSan si JJB^s aq; ooubisissb ibioubuij qSnoaqj,

DADT TT _ DTDCnMMrT QVTJTZTr'fC

2-3 yrs.

88. Number of years employed in this school including this year:(write in number)

1 21-25

5 Doctorate
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PART II - Continued

Beginning teachers are given lighter teaching loads and assignments.13.1
Teachers participate in the planning of faculty meeting agenda.14.1
Teachers influence planning of the curriculum for the school.15.1

16.1

17.I

The staff is paid on a just and adequate salary plan.18.1
Adequate sick and emergency leave policies are provided.5 19.

The school has a practical written educational philosophy.20.5

21. The school has acceptable written personnel policies.1
22.1
23.1

5 24.

5 25. A cooperative and appreciative parental attitude exists.

26. Class size is not too large for the type of subject taught.1
4 5 27. Teachers receive administrative cooperation and assistance.1

28. The principal has time to devote to instructional leadership.5

5 29.

the staff.30.5

Administrators are courteous and considerate of teachers.31.5

32.1
5 33.

5 34.

Teachers influence the selection of teaching materials and equipment 
used in school.

In-service programs are provided that interest and stimulate the 
staff professionally.

Teachers are not burdened with too many extracurricular activities.

Teachers are provided with adequate contact with pupils during the day.

Administrators are aware of teachers' problems.

Professional staff members are secure from unwarranted dismissal 
or transfer.

Communication channels between teachers and administrators are 
open and effective.

A conveniently located audio visual storage and materials center is 
provided.

Administrators back the teachers in conflicts with pupils and/or 
parents.

Administrators have confidence in the ability and integrity or

2 3

2 3

2 3

3 4

1 2

1 2

2 3

2 3

2 3

3 4

3 4

1 2

2 3

2 3

2 3

2 3

3 4

3 4

3 4

3 4

3 4

4 5

4 5

4 5

4 5

1 2

1 2

1 2

1 2

1 2

1 2

2 3

2 3

3 4

3 4

4 5

4 5

4 5

1 2

4 5

4 5

4 5

4 5

1 Agree Strongly
2 Agree
3 Undecided
4 Disagree
5 Disagree Strongly
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ege of Education

April 18, 1969

Dear SDA Educator:

This is to acquaint you with a study being conducted by

Ralph P. Bailey, a doctoral student in Educational Admini

stration at the University of Alabama.

Mr. Bailey's Doctoral Committee has approved the

study design of "Teacher and Principal Perceptions of Staff

Personnel Services in SDA Secondary Residence Schools in

The General Conference of Seventh-day

Adventists Department of Education has approved Mr. Bailey's

study.

I would greatly appreciate any cooperation you can

give Mr. Bailey in this study which should be a definite con

tribution to the residence school educational program.

Sincerely yours,

James P. Curtis 
Associate Professor 
University of Alabama

UNIVERSITY OF ALABAMA 
UNIVERSITY. ALABAMA 35486

the United States."
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(
iley

Thank you most sincerely for your help and the materials will 
be arriving soon.

In a few days you will receive by mail a packet of individual 
envelopes—each envelope contains a questionnaire and easy to 
follow instructions. Please give one envelope to each teacher 
(teaching one class or more) and one for yourself. Teachers will 
return to you their completed questionnaire sealed in the envelope. 
Then all envelopes containing questionnaires will be mailed back 
together in a postpaid, pre-addressed large envelope which will 
accompany the packet of materials.

909 University Lane 
Tuscaloosa, Alabama 35401 
April 18, 1969

I need your help and will greatly appreciate your assistance 
with this study. It will require very little of your time or time of 
your staff. I hope you can help me get a 100% response from the 
residence academies in the United States.

During the past few years I have been principal of several of 
our boarding academies and have become interested in the staff 
personnel services in these residence schools. At the present 
time I am completing a doctoral program here with the University 
of Alabama. Recently I contacted the General Conference Depart
ment of Education for their approval of an instrument to be used 
in the study of teacher-principal perceptions of staff personnel 
services in SDA secondary residence schools in the United States. 
They responded by saying the "study can be a contribution to the 
SDA Church. "

Very sinceretyvours,

Ralph P/ Bai

I hope you can encourage an immediate response in order to 
expedite returns. Should you be interested in results of this study 
I will be happy to make a copy of the abstract available following 
its anticipated completion late this summer. Just indicate same 
by scribbling abstract on your school's letterhead and mailing to 
my address.
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Dear Fellow SDA Educator:

I have been associated with our boarding academies for the

past several years and have become interested in staff personnel

services. Recently I contacted the General Conference Department

of Education for its approval to do a study with the residence

academies.

This is a study of teacher-principal perceptions of staff per

sonnel services in SDA secondary residence schools in the United

States. Your response (what you alone think) is of vital importance

Please help me get a 100% response.

Your name or other identification is not needed. All respon

ses will be tabulated and analyzed by computer and will remain

totally anonymous.

When you have completed the questionnaire, seal it in the

envelope and return it to the principal's office where all the sealed

envelopes will be mailed back in one package.

Please respond today! Thank you very much. Your response

is greatly appreciated.

Very sincerely yours,

Ralph P. Bailey

909 University Lane 
Tuscaloosa, Alabama 35401 
April 18, 1969

to this study. It will only require a few minutes of your time.
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Responses to the "Teacher-Principal Perceptions

I am greatly encouraged by thebeginning to arrive.

cooperation you principals are giving me in this study.

Thank, you again for this professional courtesy.

Any late questionnaires which you could forward to

me will also be tremendously appreciated.

May your close of school activities in behalf of

the youth be commissioned with success is my sincere

desire.

Very sincerely yours,

Ralph P. Bailey

909 University Lane 
Tuscaloosa, Alabama 35401 
May 19, 1969

of Staff Personnel Services ..." questionnaires are



Department of Education

May 16, 1969

Dear Colleagues:

FACULTY AND STAFF PERSONNEL SERVICE

he may obtain maximal results.

Cordial yours ,

TSG/lr

Note of explanation:

PRINCIPALS & TEACHERS
North American Division of SDA

6840 Eostern Avenue, N.W.

Woshin9tc.n, DC. 20012

(202; 723-C800

CHARLES B. HIRSCH, Secretory
WALTON J. BROWN, Associate Secretary
T. S. GERATY, Associate Secretary
W. A. HOWE, Associate Secretary
I. V. STONEBROOK, Associate Secretary
A. O. DART, Assistant Secretary
ETHEL YOUNG, Textbook Editor 
NATELKKA BURRELL, Textbook Editor 
RUTH WHEELER, Textbook Editor

J2?lph/P. Bailey

The General Conference Department of Education is encouraging 
Ralph P. Bailey to pursue his dissertation proposal on the 
historical implications of SDA education.

T. S. ‘Geraty 
Associate Secretary

We shall appreciate your early cooperation with him so that 
he may obtain maximal results. We believe that his study 
will provide counsel for us as we plan, under the blessings 
of God, for the future.

He is enclosing a copy of the instrument which he plans to 
employ listing variables to the study and the personnel 
service objective items to elicit perceptual responses from 
the teachers and principals of selected schools in the North 
American Division.

Dr. Geraty, having recently returned from an extended itinerary, kir.dly sent 4his
^P^aJhicSly^ho^
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